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The purpose of this study was to determine the factors which contribute to the job 
satisfaction of Naval Junior Reserve Officers Training Corps (NJROTC) Naval Science 
Instructors and Associate Naval Science Instructors. Variables were measured using a job 
satisfaction survey from the work of James M. Lipham, Wisconsin Center for Education 
Research, University of Wisconsin-Madison, which measured job satisfaction. 
Surveys were mailed to 135 instructors, 61 Naval Science Instructors and 74 
Associate Naval Science Instructors in Area Six. Of this number, 45 Naval Science 
Instructors and 50 Associated Naval Science Instructors returned their surveys. This 
represented a response rate for Naval Science Instructors of 74 percent and for Associate 
Naval Science Instructors of 68 percent. The overall response rate was 70 percent. 
Eleven research questions were analyzed using Pearson Product-moment 
correlation coefficient and Stepwise Multiple Regression Analysis. Findings revealed that 
1 
there is a relationship between (1) achievement, (2) administrative support, (3) 
advancement, (4) growth, (5) nature of the work itself, (6) number of cadets, (7) parental 
support, (8) recognition, and (9) autonomy and job satisfaction for Naval Science 
Instructors and Associate Naval Science Instructors. Of the independent variables, 
advancement had the strongest influence on job satisfaction for Naval Science Instructors 
and Associate Naval Science Instructors. Of the moderating variables, years of teaching 
NJROTC had the strongest influence on job satisfaction for Naval Science Instructors and 
Associate Naval Science Instructors. The study concluded with several recommendations 
growing out of the findings. 
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When I take a long time . . . 
I am slow 
When my boss takes a long time he is thorough 
When I don't do something 
I am lazy 
When my boss doesn't do it he's just busy 
When I do something without being told . . . 
I'm being a smart arse 
When the boss does the same . . . 
It's called Initiative 
If I try to please the boss . . . 
I am a crawler 
If he tries to please his boss it's called co-operation 
And if I do something well . . . 
He doesn't even notice 
And if I do something wrong . . . 
He never forgets. 
Anonymous (1997) 
This poem is a great segue to what is probably one of the most researched 
topics ever, job satisfaction. However, little has been done on job satisfaction of 
government employees (Ting 1997), and none has been done on Naval Junior Reserve 
Officer Training Corps (NJROTC) instructors. 
As the poem is read, one gets the feeling that the employee is dissatisfied 
with what he/ she perceives to be a case of double standards on the part of the 
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employer. This is true in many workplaces today. Seath (1993) suggested that employees 
want to be treated as individuals and to feel that their jobs are worthwhile. In addition, the 
person's ability to be motivated at work is dependent on the environment the manager 
creates by his or her behavior, including his or her words and actions. Flynn (1998) noted 
that there seems to be an anti-employer sentiment throughout the professional world 
because employees feel their employers have treated them poorly. Whether it is 
anti-employer sentiment or whether the employee feels mistreated, there is something 
definitely causing Naval Junior Reserve Officer Training Corps (NJROTC) Naval Science 
Instructors and Associate Naval Science Instructors to leave. In a 1997 conference of newly 
hired instructors in Norfolk, Virginia, it was reported that many of the instructors were 
leaving for various reasons, including dissatisfaction with the job. Job satisfaction is 
obviously a topic that will never go away as long as employees are dissatisfied with their 
jobs. 
Purpose of the Study 
The purpose of this study was to determine the factors which contribute to the 
job satisfaction of Naval Junior Reserve Officer Training Corps (NJROTC) Naval Science 
Instructors and Associate Naval Science Instructors. This study will examine whether or not 
Naval Science Instructors and Associate Naval Science Instructors are satisfied with their 
jobs and whether or not the intrinsic or extrinsic factors of job satisfaction impact on 
decisions of these instructors to leave or stay with the NJROTC program. 
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Personnel in these jobs are retired military officers and enlisted personnel 
who have served in the military for many years and are returning to their community 
high schools. These instructors are what researchers are calling "second career" 
teachers. 
White (1997) said second career teachers are unlike the inexperienced 
teachers, who chose teaching as their first career. Novak and Knowles (1992) 
suggested that second career teachers often make extreme personal sacrifices, such as 
a decrease in salary and a change in their professional status. The NJROTC program 
includes activities that not only take place in the classroom, but during after-school 
hours and weekends, a factor that could be related to the turnover of both Naval 
Science Instructors and Associate Naval Science Instructors. Second career teachers 
possess a range of personal and professional experiences that make them qualitatively 
different. Unlike the beginning teacher, NJROTC instructors are mature, experienced, 
and in many cases highly educated. 
Determining the factors that cause instructors to stay and the factors that 
cause them to leave would be of benefit to the Navy and to the school systems that 
hire them. McShulskis (1998) suggested that employers need to find out the root 
causes of turnover because there is usually a significant gap between what the 
employment deal is, what the employer thinks the deal is, and the reality of the job. 
There are also unnecessary costs involved in turnover. Harkins (1998) and Hansen 
(1997) contended that unplanned turnover is very costly and can cost the employer 
as much as three to five times the employee's annual salary. In addition, job 
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dissatisfaction affects the effectiveness of the NJROTC program. Lobosco and 
Newman (1992) surveyed 1,100 teachers from an eleven-county area of central New 
York state in their study of job satisfaction and found a relationship between 
satisfaction with teaching and effective teaching. Researchers have proven that 
satisfaction with teaching is an important policy issue, since it is associated with 
teacher effectiveness, which ultimately affects student achievement (Perie and Baker 
1997). 
Champy (1997) noted that most organizations assign someone to recruit¬ 
ing, but no one is assigned to retention. Unlike the military, schools do not have 
retention officers who will assist NJROTC personnel in reaching their full potential. 
Davison (1997) argued that the fundamental retention strategy starts at the time of 
selection, up until the time the employee attempts to leave. 
Background of the Problem 
Established by public law in 1964, the NJROTC program is found in Title 
10, U.S. Code, Chapter 102. In 1966 the first NJROTC units were established. 
Currently, there are 434 NJROTC units with approximately 62,724 cadets, 43 percent 
female and 57 percent male. Divided into seven geographical areas, the units are 
located throughout the nation and also include, Italy, Guam, and Japan at accredited 
secondary schools. Active duty personnel serve as Area Managers and are the Navy's 
direct link to each of the high schools assigned to their area of responsibility (Chief of 
Naval Education and Training [CNET] 1998). 
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Area Managers are responsible for the administration, logistic support, 
training, coordination, and public liaison of the units. In addition, the Area Manager 
conducts annual unit inspections, evaluates prospective unit sites, assists school 
administrators in establishing or disestablishing units, interviews and assists schools in 
employing prospective Naval Science Instructors, coordinates area-wide competitions 
and comprehensive events, indoctrination and orientation events, and disseminates 
information to the units concerning current policy and guidance. 
NJROTC units are established through a contractual agreement between the 
Chief of Naval Education and Training in Pensacola, Florida, and the school system 
in which the unit is established. The Navy provides: (1) the Naval Science curriculum, 
instructional materials, and the prescribed guidelines to implement the program; 
(2) government property that is available and authorized by law; and (3) uniforms, 
which include maintenance and minor alterations. Schools establishing an NJROTC 
unit are reimbursed for travel expenses, a considerable portion of the instructor's 
salary, activities, and specified miscellaneous cost. The Naval Science Department of 
the host school provides a three- or four-year Naval Science curriculum with at least 
180 class periods per year. Host schools, at a minimum, are required to hire one 
retired officer as the Naval Science Instructor and one enlisted person as the Associate 
Naval Science instructor to administer the NJROTC program. 
A board of eight officers and one recorder is held for one week to certify 
Naval Science Instructors semiannually to meet the Chief of Naval Education and 
Training qualifications. Based on the information provided by the instructor in the 
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NJROTC Instructor Certification Application and the applicant's military service 
record, the board is able to decide whether or not an instructor is certified to teach 
NJROTC. Certification remains in effect for three years, except for applicants who 
have been retired more than three years from active duty. While the instructor is 
employed his/her certification is extended on a year-to-year basis. If an instructor is 
considered for decertification, a special board is convened. This occurs when 
information pertaining to a prior screened applicant or actions of an NJROTC 
instructor indicate that it is in the best interest of the NJROTC program. 
NJROTC Naval Science Instructors are retired Navy, Marine Corps, and 
Coast Guard officers; and the NJROTC Associate Naval Science Instructors are Navy, 
Marine Corps, and Coast Guard enlisted personnel. The Naval Science Instructor is 
the chairperson of the Naval Science Department and is given the same privileges as 
other department chairpersons. Either the Naval Science Instructor or the Associate 
Naval Science Instructor must have retired from the U.S. Navy. In addition, the 
Naval Science Instructor must have a minimum a baccalaureate degree from an 
accredited college or university. The Associate Naval Science Instructor must have a 
high school diploma or its equivalent. 
The three- or four-year curriculum for NJROTC is prescribed by the Chief 
of Naval Education and Training and emphasizes citizenship and leadership develop¬ 
ment, as well as maritime heritage, the significance of sea power, and naval topics 
such as naval operations, seamanship, navigation, and meteorology. The program is 
augmented throughout the year by community service activities, drill competitions, 
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field meets, trips to naval activities, air flights, marksmanship training, and other 
extracurricular activities. The NJROTC program includes activities that not only take place 
in the classroom, but during after-school hours and weekends. 
Statement of the Prohlem 
A recent inquiry into the number of NJROTC vacancies, as of October 
1998, revealed a turnover of over forty-five or 33 percent of the Naval Science Instructors 
and Associate Naval Science Instructors. By examining the NJROTC phone directories 
from 1996 to 1998, it was obvious that most of the instructors left their jobs within the first 
one to two years. No one can actually say why the instructors left except the instructors 
themselves, but one must wonder whether or not it was because of job dissatisfaction. 
These instructors have all left the NJROTC program over the past three years in the 
geographical area known as Area Six. Currently, there are seven Naval Science 
Instructor and fifteen Associate Naval Science Instructor positions vacant in the 
NJROTC program across the country. This suggests that there could be problems with 
either the schools in which the instructors are assigned, the NJROTC structure, the 
students, or the instructors themselves. No one knows exactly which of these factors 
contribute to the turnover of instructors in this program or whether or not they left 
because of job satisfaction. A report from the U.S. National Center for Education 
Statistics entitled "Job Satisfaction Among America's Teachers: Effects of Workplace 
Conditions, Background Characteristics, and Teacher Compensation" (Perie and Baker 
1997) revealed factors such as administrative support, leadership, student behavior, 
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and school atmosphere as some of the factors that contribute to teacher satisfaction. 
Finding out what factors contribute to the job satisfaction of those remaining 
instructors may assist in finding out what contributes to their satisfaction or 
dissatisfaction in these positions. 
Novak and Knowles (1992) suggested that many people move through a 
host of professions and/or occupations during their work lives. Military personnel are 
no different. At the same time, researchers such as Karge (1993) and Haselkorn 
(1997) noted that beginning teachers are said to resign at a rate of 40 percent during 
their first two years of teaching. Their reasons for leaving are due to a lack of 
professionalism, collegiality and administrative support. Knowing what factors 
influence job satisfaction and retention are important in order to improve the 
organizational efficiency and effectiveness of the NJROTC program. Openshaw (1980) 
suggested that in order to increase organizational productivity and efficiency, it is 
essential first of all to understand job satisfaction determinants of workers which 
reduces absenteeism and turnover. 
Significance of the Study 
The findings of this study provide a baseline for future studies of NJROTC 
instructors. It will assist the Chief of Navy Education and Training and school 
administrators in: (1) identifying some intrinsic or extrinsic factors which contribute to 
the job satisfaction of Naval Science Instructors and Associate Naval Science 
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Instructors, (2) developing programs to address factors which impact retention in the 
NJROTC program, and (3) recruiting and retaining quality instructors. 
In order to keep quality NJROTC instructors, the Navy as well as the 
school systems must understand the factors that contribute to job satisfaction and job 
dissatisfaction. The Navy must compete with other employers in order to attract 
instructors and promote their commitment to the NJROTC program. In addition, being 
able to identify and eliminate employee dissatisfaction will prevent the loss of 
instructors and promote job satisfaction. 
Research Questions 
The most important question that guided this study was: "Why do Naval 
Science Instructors and Associate Naval Science Instructors leave the NJROTC 
program?" Questions that assisted in stimulating more in-depth answers are: 
1. Is there a relationship between achievement and job satisfaction for 
Naval Science Instructors and Associate Naval Science Instructors? 
2. Is there a relationship between administrative support and job satis¬ 
faction for Naval Science Instructors and Associate Naval Science Instructors? 
3. Is there a relationship between advancement and job satisfaction for 
Naval Science Instructors and Associate Naval Science Instructors? 
4. Is there a relationship between growth and job satisfaction for Naval 
Science Instructors and Associate Naval Science Instructors? 
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5. Is there a relationship between the nature of the work itself and job 
satisfaction for Naval Science Instructors and Associate Naval Science Instructors? 
6. Is there a relationship between the number of cadets in the unit and job 
satisfaction for Naval Science Instructors and Associate Naval Science Instructors? 
7. Is there a relationship between parental support and job satisfaction for 
Naval Science Instructors and Associate Naval Science Instructors? 
8. Is there a relationship between recognition and job satisfaction for 
Naval Science Instructors and Associate Naval Science Instructors? 
9. Is there a relationship between autonomy and job satisfaction for Naval 
Science Instructors and Associate Naval Science Instructors? 
10. What is the relative influence of (a) achievement, (b) administrative 
support, (c) advancement, (d) growth, (e) nature of the work itself, (f) number of 
cadets, (g) parental support, (h) recognition, and (i) autonomy upon the level of job 
satisfaction for Naval Science Instructors and Associate Naval Science Instructors? 
11. What is the relative influence of (a) age of instructor, (b) educational 
level of instructor, (c) years in military, and (d) years teaching NJROTC on the level 
of job satisfaction for Naval Science Instructors and Associate Naval Science 
Instructors? 
Summary 
This chapter introduced the purpose of this study, which was to determine 
the factors which contribute to the job satisfaction of Naval Junior Reserve Officer 
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Training Corps (NJROTC) Naval Science Instructors and Associate Naval Science 
Instructors. This study examines whether or not Naval Science Instructors and 
Associate Naval Science Instructors are satisfied with their jobs and whether or not the 
intrinsic or extrinsic factors of job satisfaction impact on these instructors' decision to 
leave or stay with the NJROTC program. A description of the NJROTC program 
provided insight into the composition, structure, and operation of the units. The 
statement of the problem and the significance of the study were presented, and eleven 
research questions were identified. 
CHAPTER II 
REVIEW OF THE LITERATURE 
Introduction 
The purpose of this study was to determine the factors which contribute to 
the job satisfaction of Naval Junior Reserve Officers Training Corps (NJROTC) Naval 
Science Instructors and Associate Naval Science Instructors. This study examines 
whether or not Naval Science Instructors and Associate Naval Science Instructors are 
satisfied with their jobs and whether or not the intrinsic or extrinsic factors of job 
satisfaction impact on decisions of these instructors to leave or stay with the NJROTC 
program. 
Online computer searches of databases were conducted using ERIC, ABI 
Inform, and Galileo for terms such as: job satisfaction, teacher job satisfaction, 
retention, military personnel transition, and turnover. Bibliographic references from 
these articles were also carefully examined. In addition, searches were conducted 
manually to double-check areas in which the computer did not yield enough infor¬ 
mation. Most of the research involved teachers, but other careers were also included 
in this study. The methodology and the assessment tools were considered, as well as 




Organization of the Review 
In order to discuss job satisfaction and determinants of job satisfaction, it 
is important to understand the theories of Abraham H. Maslow, Frederick Herzberg 
and Clayton Alderfer; specifically, Maslow's Hierarchy of Needs Theory, Herzberg's 
Motivation-Hygiene Theory, and Alderfer's Existence Relatedness Growth Theory. 
The final section of the chapter presents an analysis and synthesis of the literature on 
job satisfaction, determinants of job satisfaction, and retention and turnover as it 
relates to this study and builds upon the existing knowledge. 
Theoretical Literature 
To discuss job satisfaction it is necessary to understand theories that are 
related to motivation. Content theories provide the supervisors with the understanding 
of what work-related factors or needs motivate employees. Process theories, on the 
other hand, explain and describe how these needs interact and influence one another to 
produce certain types of behavior. The researcher is primarily concerned with the 
content theories because these theories give a better understanding as to how the 
individual worker can be fulfilled in the workplace. There are three content theories 
that are viewed as relevant to this study: Maslow's Hierarchy of Needs Theory, 
Herzberg's Two-Factor Theory, and Alderfer's Existence Relatedness Growth 
Theory. 
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Maslow's Hierarchy of Needs 
Lunenburg and Omstein (1991) said: "Abraham Maslow's theory suggests 
that an administrator’s job is to provide avenues for the satisfaction of employees' 
needs that also support organizational goals and to remove impediments that block 
need-satisfaction and cause frustration, negative attitudes, or dysfunctional behavior." 
Maslow suggested that there are five basic groups of human needs that are in a 
hierarchy of importance. When a need is satisfied, another need emerges that must be 
satisfied. In order of importance, the five levels of needs are physiological, safety, 
social, esteem, and self-actualization. 
Food, water, and shelter are considered to be physiological needs. In the 
workplace teachers must have heat and air conditioning, a salary, and working 
conditions that are conducive to teaching in order to satisfy their physiological needs. 
Once this need is satisfied, other needs arise. Safety needs are those that pertain to fair 
rules and regulations, job security, pension and insurance plans, safe working 
conditions, and salary increases. Affection, affiliation, friendship, and love pertain to 
the social needs of the individual worker. Esteem needs, for the most part, involve the 
need for self-respect. Employers have been known to satisfy this need by using 
promotions, awards, recognition, and job titles. Self-actualization is attaining one's 
full potential. Maslow pointed out that this need is different for each individual, but 
employers can involve employees in planning and activities that capitalize on their 
unique skills to enable them to grow. Administrators must know and learn to apply the 
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theories of motivation in order to improve the job satisfaction of the teachers and staff 
they supervise. 
Researchers have often questioned Maslow's view that a hierarchy exists 
once the individual moves from the safety level, but no one has completely disproved 
his theory. Many studies have been done to seek factors that cause job satisfaction and 
some of these studies have built their research on Maslow's theory, including the work 
of Frederick Herzberg (Lunenburg and Omstein 1991). 
Herzherg's Two-Factors Theory 
Unlike Maslow's needs hierarchy theory, which concentrates on the 
individual, the motivation-hygiene theory or the two-factors theory seeks to determine 
factors that cause motivation in the work environment. This theory is most relevant to 
this study because it concentrates on the environment of the instructors. Herzberg’s 
original research was conducted with accountants and engineers in Pittsburgh. Using 
the critical-incident technique, he asked workers to think of times when they felt good 
about their jobs and the conditions that led to those feelings. When workers reported 
good feelings, they were normally associated with the job itself, intrinsic, or 
psychological factors. These content factors included achievement, recognition, the 
work itself, responsibility, advancement, and growth. Because these factors fulfilled 
the individual's psychological growth needs, Herzberg called these factors "job 
satisfiers" or motivators. These factors are also called intrinsic job factors. The bad 
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feelings that the workers experienced were associated with the environment surround¬ 
ing the job. These context factors were called "job dissatisfiers" or hygiene factors. 
These factors are also known as extrinsic job factors. According to Herzberg, these 
factors are preventative and environmental (Lunenburg and Ornstein 1991). 
In comparison, Herzberg's motivation-hygiene theory reduces Maslow's 
five-level hierarchy theory into a two-level system. The hygiene factors or dissatisfiers 
are equivalent to Maslow's lower-level needs, while the motivators or satisfiers are 
equivalent to Maslow's higher-level needs. Herzberg contended that dissatisfiers will 
only ensure minimum levels of performance by employees, but the work itself, recog¬ 
nition, advancement, personal growth, and development or satisfiers will motivate 
workers to perform at a superior level. Satisfaction and dissatisfaction are usually 
viewed as two separate dimensions. If hygiene is maintained, dissatisfaction is 
prevented; and if it is not maintained, the hygiene factors could cause dissatisfaction 
and weaken the performance of the employees. 
The Herzberg research is important to this study because it focused on the 
extrinsic and intrinsic job factors. His research concentrated on worker satisfaction, 
and not on the actual motivation and performance of the worker. In addition, his work 
altered the thinking of school administrators about job motivation. 
Lunenburg and Ornstein (1991) suggested that many behavior scientists 
still tend to view other theories to be more current than Maslow's needs hierarchy and 
Herzberg's two-factors theory. One of those theories is Clayton Alderfer's existence 
relatedness growth theory. 
17 
Alderfer's Existence Relatedness Growth Theory 
The Alderfer research was an extension of Maslow's and Herzberg's 
content theories of employee motivation. In comparison to Maslow's needs hierarchy, 
Alderfer's existence relatedness growth (ERG) theory suggests that there are three 
broad categories of needs: existence (E), relatedness (R), and growth (G). He 
suggested that there is a basic distinction between lower-level needs and higher-level 
needs and that these needs determine employee motivation in an organization. 
Alderfer's existence needs correspond to Maslow's physiological and safety needs. 
Relatedness needs correspond to Maslow's social needs and to the esteem needs 
involving feedback from others. Finally, his growth needs correspond to Maslow’s 
self-actualization needs and some of his esteem needs (Lunenburg and Omstein 1991). 
Figure 1 shows the relationships among the three content motivation theories of 
Maslow, Herzberg, and Alderfer. 
In comparison, Alderfer's ERG theory makes a difference between 
intrinsic and extrinsic motivation, just as Herzberg did in his research on motivation 
of employees. The three content theories discussed are relevant to this study in that 
they concentrate on the factors that motivate instructors. These theories have already 
set the foundation for much research in the area of job satisfaction. 
Administrators especially must understand these motivation theories and 
apply their principles in order to enhance the job satisfaction of all school employees. 
In doing so, administrators should be able to determine what factors influence job 
satisfaction and job dissatisfaction. Latham (1998) pointed out that the challenge to 
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Note: Data from Lunenburg and Omstein (1991), fig. 4-2. 
Fig. 1. Relationship Among Content Motivation Theories 
administrators is to identify factors that schools can control to help teachers achieve 
job satisfaction. 
Analysis and Synthesis of the Literature 
Definition of Joh Satisfaction 
Dawis and Lofquist (1984) defined job satisfaction as the worker's 
appraisal of how the work environment fulfills the needs of the individual. Lease 
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(1998) contended that job satisfaction is viewed as "global satisfaction with the job or 
satisfaction with facets of the job (e.g., pay, supervisors, promotional opportunity)." 
Spector (1997) and Agho, Mueller, and Price (1993) defined job satisfaction as "the 
degree or extent to which people like their jobs." Neuman (1997) noted that job 
satisfaction is difficult to define and that there is much confusion as to the scope of 
what satisfaction and dissatisfaction actually is. She went on to say that job satisfaction 
is the balance of positive and negative feelings about a certain job or the attitude or 
emotional response toward a job. In this study, job satisfaction was defined opera¬ 
tionally as the responses yielded by the job satisfaction survey that described how 
content the instructors are in their positions. 
The Perie and Baker (1997) study of job satisfaction of America's teachers 
analyzed data from teachers based on four clusters of variables: school characteristics, 
teacher background characteristics, workplace conditions, and teacher compensation. 
In an effort to further categorize or define the variables in this study, the writer made 
use of three of these clusters to classify the independent and moderator variables. The 
teacher compensation cluster was not used because compensation is not a variable in 
this study. The variables in this study can be divided into school characteristics, 
teacher background characteristics, and workplace conditions. The independent 
variable, number of cadets, is a school characteristic, while all of the other 
independent variables fall into the workplace conditions cluster. All moderator 
variables fall within the teacher background characteristics. Even though these 
variables are in different clusters, they are all determinants of job satisfaction. 
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Determinants of Job Satisfaction 
Graham and West (1992) noted that many researchers have examined job 
satisfaction from an instructional point of view, but it has also been recognized as an 
important pedagogical concern. They believed that in order to understand teacher 
satisfaction, we must identify those factors that lead to increased satisfaction with 
teaching. 
Kim, Inyoung, and Loadman (1994) surveyed 2,054 practicing classroom 
teachers in private, public, rural, and urban settings to predict teacher job satisfaction. 
They found that the seven statistically significant variables/predictors of job 
satisfaction are salary, opportunities for advancement, professional challenge, 
professional autonomy, working conditions, interaction with colleagues, and inter¬ 
action with students. 
Holley (1997) suggested that job satisfaction is a multidimensional issue 
that not only involves tangible elements but also intangible elements that the employee 
evaluates. Behavioral researchers call these elements extrinsic and intrinsic factors or 
rewards. In their attempt to define job satisfaction, researchers have often made the 
distinction between intrinsic and extrinsic factors or predictors of teacher job 
satisfaction. They believe these predictors of job satisfaction are associated with both 
intrinsic and extrinsic rewards. 
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Extrinsic Factors 
Extrinsic factors are those rewards often controlled by or granted by others, and 
intrinsic refers to factors that are rewarding in themselves. The extrinsic variables in this 
study are: administrative support, parental support, and advancement. 
Administrative and parental support. Rathmann (1998) surveyed 350 educators 
and found that 87 percent of them were satisfied in their professional roles. They suggested 
that the variables that relate significantly with teacher job satisfaction included support from 
superiors, support from students and parents, administrative support, and the number of 
years at the present school. The Clarke and Keating (1995) study of eighty-one teachers 
revealed that interaction with students was the most satisfying factor, and the lack of 
administrative support was chosen as the most dissatisfying factor. The King and Peart 
(1992) findings revealed that lack of encouragement and support from administrators was 
the second largest contributor to stress in the teachers they studied. Babin and Boles (1996) 
also examined stress and found that supervisor support was negatively related to role stress 
but was positively related to job satisfaction. In their study of special education teachers, 
Singh and Billingsley (1996) found that support from school principals influenced the 
teacher's job satisfaction and intent to stay in the job. 
Advancement. Ting (1997), in his study of thirty thousand government 
employees, found that federal employees were satisfied with their jobs and that 
promotional opportunity consistently have a significant effect on job satisfaction. The 
Carson, Carson, Griffeth, and Steel (1994) study of promotion and turnover find no 
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significant relation between promotion satisfaction and turnover. Bozionelos (1996) studied 
190 administrative employees in two British universities and found that participants from the 
university that promoted more frequently were significantly more satisfied than the 
participants of the other university. 
Intrinsic Factors 
Amabile (1997) described intrinsic motivation as "the motivation to work on 
something because it is interesting, involving, exciting, satisfying, or personally 
challenging." Intrinsic factors are those factors that make certain activities rewarding in 
themselves. The intrinsic factors that have been identified in this study are achievement, 
growth, nature of the work itself, number of cadets, recognition, and autonomy. 
Researchers support the Hudy (1992) thinking that management must focus on intrinsic 
factors that come from performing the task itself instead of extrinsic factors that are given 
for performing a task. 
Achievement. In the Ulriksen (1996) study, 64 teachers from nine 
intermediate and seven high schools were asked in personal telephone interviews to 
describe critical incidents in which they felt extremely good or happy about their 
teaching careers and extremely bad or unhappy about their careers. The same teachers 
were asked to complete a parallel questionnaire containing items that related to sixteen 
factors identified by Herzberg that contributed to job satisfaction and dissatisfaction. 
The results indicated that teachers derived most of their job satisfaction from the 
intrinsic factors of recognition, achievement, and the work itself. Dissatisfaction came 
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from the extrinsic factors: (1) policies and administration and (2) interpersonal 
relations-subordinates. Intrinsic factors contribute more to job satisfaction and the 
extrinsic factors contribute more to job dissatisfaction of teachers. 
Growth. Latham's (1998) Metropolitan Life survey of American teachers 
found that teacher job satisfaction does not depend significantly on extrinsic factors. 
Eighty-nine percent of the teachers surveyed thought that intrinsic rewards such as 
personal growth and a sense of accomplishment played a greater role in teacher 
motivation and job satisfaction, compared to the extrinsic rewards of salary, job 
security, school, and school location. Martin and Hafer (1995) suggested that the job 
that is done helps the employees meet their intrinsic needs which, in turn, increase then- 
sense of competence. 
Nature of the work itself The Klecker and Loadman (1997) study of job 
satisfaction of ten thousand teachers in 307 restructured schools in Ohio found that 
there was no significant difference by years of teaching experience, salary, and 
general working conditions. Teachers rated interactions with students the highest and 
the general working conditions of the school lowest. In a study of 114 teachers, Clarke 
and Keating (1995) found that interaction with students was the most satisfying factor for 
teachers. Wah (1998) reported that a study conducted by the Hay Group surveyed 
500,000 employees in more than 300 companies and found that coaching from managers 
and the nature of the work were the key factors that influenced employees to stay on the 
job. 
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Recognition. In a three-year study by Stum (1998), seventeen factors were 
studied to determine which factors were the true drivers of employee retention. The 
top five factors in employee retention were a fearless culture, job satisfaction, 
opportunity for personal growth, organizational direction, and recognition of work. 
King and Peart (1992) surveyed 17,000 teachers and did 223 interviews in 
Canada to identify both satisfying and unsatisfying aspects of the role of teachers. 
Their findings revealed that the vast majority enjoyed their job. Ninety percent of the 
teachers agreed that they were proud to be teachers and that teaching is a worthwhile 
job. The factor that contributed most to teacher job satisfaction was how teachers were 
able to relate positively to their students. In addition, satisfaction highly correlated 
with the degree to which principals recognized the teaching ability of the teachers, 
consulted teachers about policy decisions, and respected them. 
Age/education level. Adams and Dial (1994) looked at sex, age, ethnicity 
and the educational level of over two thousand teachers and discovered that teachers 
with graduate degrees had a higher survival function than those with Bachelor of Arts 
degrees. Education was a significant determinant after controlling for sex, age, and 
ethnicity. Teachers who were over forty when they began teaching seemed to stay 
longer than those who were under forty years of age. Ting (1997) suggested that the 
levels of job satisfaction varies across age groups, but federal government employees 
experience higher levels of job satisfaction as they become older. In addition, he 
suggested that the education level seem to have no effect on the job satisfaction of 
these employees. 
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Autonomy. The Rice and Schneider (1994) study of twenty-two schools 
and 264 teachers found that the higher the level of involvement, the higher the 
reported job satisfaction of the instructors. They suggested that engagement in site- 
based management is positively affecting teacher perceptions of their involvement in 
decision making. 
In their study to examine the design of the job of teaching and to 
determine the degree to which it meets the motivational needs of teachers, Ellis and 
Bernhardt (1992) used the Job Diagnostic Survey (JDS) and surveyed 207 teachers in 
Fairfield County, Connecticut. They discovered that teachers thought that their jobs 
were intrinsically motivating, fulfilling, and satisfying. In addition, the JDS measured 
the degree of satisfaction with the job and the extent to which the core job character¬ 
istics such as significance, autonomy, and quality of feedback were perceived as being 
present in the job of teaching. Verdugo and Greenburg (1997) believed that if the goal 
is quality schools, the focus should be on developing an organizational climate that 
permits teachers to perform in a professional and autonomous manner. 
Retention and Turnover 
Turnover is widely cited in the literature as a determinant of job 
satisfaction. Marlow, Inman, and Betancourt-Smith (1997) reported that prior studies 
indicated that a profile of teachers who leave the teaching profession. Such a teacher 
was a male who has taught on the secondary level for fewer than five years, worked 
under a principal who stifled creativity, found that his ideas about teaching differed 
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from those of his colleagues, and had concluded that the professional prestige was not 
what he was led to believe it would be. 
According to Verdugo and Greenberg (1997), reformers believed that in 
order to improve schools, teachers must be an integral part of the process. In addition, 
if teachers are involved in the reform effort, they must be motivated and a cadre of 
higher quality teachers must be recruited to fill available teaching positions. Latham 
(1998) contended that job satisfaction can do more than retain teachers; it can 
indirectly improve their teaching. 
Lease (1998) believed that employees must understand the antecedents and 
consequences of job satisfaction in order to increase productivity, reduce costly 
turnover in the workforce, and maintain a psychologically healthy workforce. Winkler 
and Janger (1998) said that "turnover cost includes the loss of the contribution of 
valued performers and the cost of replacing them." Oliver (1998) believed that high 
turnover is usually due to negative job attitudes and/or low job satisfaction, combined 
with the employee's ability to work elsewhere. 
Comeau-Kirchner (1999) contended that if employees are given incentives 
besides higher pay, they may have a better chance of retaining them. This was based 
on research conducted by a career service firm that found that employee turnover 
decreased when greater compensation was combined with career development. 
Companies that relied solely on compensation experienced an increase in turnover, but 
companies that gave more to their employees reaped positive results. Messmer (1998) 




The literature contains a great deal of support for the theories of Maslow, 
Herzberg, and Alderfer as they relate to job satisfaction. Job satisfaction was defined, 
and the determinants of job satisfaction, both extrinsic and intrinsic, were discussed. 




The purpose of this study was to determine the factors which contribute to 
the job satisfaction of Naval Junior Reserve Officer Training Corps (NJROTC) Naval 
Science Instructors (NSIs) and Associate Naval Science Instructors (ANSIs). This 
chapter describes the theoretical framework of the study. The definitions of the 
independent, dependent, and moderating variables are presented. Linkages among the 
variables are established, and the research hypotheses are presented. The limitations of 
the study are also addressed, and the chapter culminates with a summary of the 
theoretical framework. 
Presentation and Definition of Variables 
This study considers the determinates of job satisfaction as the following 
independent variables: (1) achievement, (2) administrative support, (3) advancement, 
(4) growth, (5) nature of the work itself, (6) number of cadets, (7) parental support, 
(8) recognition, and (9) autonomy. The dependent variable is job satisfaction. The 
moderating variables are: (1) age of the instructor, (2) educational level of instructor, 
(3) years in military, and (4) years teaching NJROTC. 
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Definition of Variables 
The operational definitions of terms used in this study are defined in the 
following context: 
Achievement: Having a sense of accomplishment in the job and meeting 
the needs of the students being served by the program. 
Administrative support: Principal/school administration providing 
assistance and standing behind the instructor and the NJROTC program when 
necessary. 
Advancement: The instructor's future in the school district as a NJROTC 
instructor. 
Growth: Professional development, learning, and increasing one's experi¬ 
ences in order to develop professionally. 
Nature of the work itself: All of the activities involved in doing the job. 
Number of cadets in unit: Total enrollment of NJROTC students that the 
instructor is responsible for. 
Parental support: An active NJROTC Booster Club or group consisting of 
parents, guardians, and community members who assist the instructors with field trips, 
fund raisers, lectures, and other activities when needed. 
Recognition: Giving attention or notice to the instructor and the NJROTC 
unit for their accomplishments and/or performance of duty, including pay and fringe 
benefits. 
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Autonomy: Being able to develop one's own area of interest; the amount 
of work one is expected to do. 
Age of instructor: Chronological existence of the instructor at the time of 
this study. 
Educational level of instructor: Highest grade attended in school or highest 
college degree earned. 
Years in military: Total time the instructor served on active duty. 
Years teaching NJROTC: Total time employed as a NJROTC instructor. 
Job satisfaction: The responses yielded by the job satisfaction survey that 
describe how content the instructors are in their positions. 
Relationships Among Variables 
Job satisfaction has a significant impact on education that affects more than 
just the teacher. Bingham (1996) suggested that teachers’ job-related attitudes and 
perceptions about the job will affect the teachers, hinder their performance, and affect 
the quality of education of the students. Harkins (1998) stated that unplanned turnover 
can cost a lot more than one would think. He estimated that it could cost three to five 
times the annual salary of the person involved and can be quite devastating to the 
organization. His research indicated that in most cases the employee does not want to 
leave but feels that the present job cannot fulfill the satisfiers that are not being met. 
Ulriksen (1996) concluded, in her research on perceptions of secondary 
teachers and principals concerning factors related to job satisfaction and job 
31 
dissatisfaction, that teachers received most of their job satisfaction from intrinsic 
factors such as recognition, achievement, and the work itself. On the other hand, it 
was noted that dissatisfaction comes from two extrinsic factors: (1) policies and 
administration and (2) interpersonal relations-subordinates. 
A 1998 survey conducted by International Network Services on the 
importance of factors for achieving extreme job satisfaction by percentage concluded 
that learning opportunities and professional growth were cited by 87 percent of the 
respondents; type of work (74 percent) and achievement opportunity (70 percent) are 
the next two most important factors, followed by compensation package (64 percent), 
responsibility (56 percent), relationships with co-workers (49 percent), and recognition 
(41 percent). Likewise, a study conducted by Hay's research over the past three years 
involving 500,000 employees in more than 300 companies concluded that skill 
development, coaching from managers (administrative support), and the nature of the 
work are the key factors in whether or not an employee will leave or stay on the job 
(Wah 1998). 
Oliver (1998) suggested that high turnover is due to negative job attitudes 
and/or low job satisfaction and the ability to find a job somewhere else. In addition, 
turnover may be due to poor induction, overqualification, and a misconception of what 
the job entails. The Harris (1998) research on teacher turnover reported a significant 
correlation between principal and assistant principal support, parental support, 
opportunities for professional learning and growth, and opportunities for professional 
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advancement in determining whether a teacher would remain or leave the teaching 
profession. 
Mendonsa (1998) echoed some of the same strategies on how to retain the 
best people. However, he stated that all turnover is not bad-that it may be healthy. 
Maddox (1998) cited factors affecting teacher turnover that indicated the absence of 
empowerment (autonomy) and a lack of administrative and parental support among 
those factors. In addition, if opportunities for new employment are few, the unhappy 
employee remains on the job. 
Adams and Dial (1994) attributed teacher turnover to age and additional 
degrees that cause conflicts with other school personnel and an increase in other job or 
career opportunities. Teachers who begin teaching under the age of forty leave earlier 
than those who begin their teaching career at forty or older. A 1998 study from the 
U.S. National Center for Education Statistics isolated factors that contribute to 
teachers' job satisfaction; these factors included administrative support, parental 
support, and age of the instructor. The findings indicated that younger and less 
experienced teachers in public schools are more likely to have higher levels of job 
satisfaction than older and more experienced teachers. This is because younger and 
less experienced teachers receive a certain amount of support at the beginning of their 
new job. 
This study examined achievement, administrative support, advancement, 
growth, nature of the work itself, number of cadets, parental support, recognition, and 
autonomy as they relate to job satisfaction. In addition, the age, educational level of 
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the instructor, the years served in the military, and the years of teaching NJROTC 
were examined to determine how they change the interaction of the dependent and 
independent variables. Figure 1 shows the theoretical model for this study. 
Null Hypotheses 
The following null hypotheses were developed for statistical examination. 
Hypothesis 1: There is no significant relationship between achievement and 
job satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
Hypothesis 2: There is no significant relationship between administrative 
support and job satisfaction for Naval Science Instructors and Associate Naval Science 
Instructors. 
Hypothesis 3: There is no significant relationship between advancement 
and job satisfaction for Naval Science Instructors and Associate Naval Science 
Instructors. 
Hypothesis 4: There is no significant relationship between growth and job 
satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
Hypothesis 5: There is no significant relationship between the nature of the 
work itself and job satisfaction for Naval Science Instructors and Associate Naval 
Science Instructors. 
Hypothesis 6: There is no significant relationship between the number of 
cadets in the unit and job satisfaction for Naval Science Instructors and Associate 
Naval Science Instructors. 
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THEORETICAL MODEL 
Independent Variables Dependent Variable 
Moderator Variables 
Fig. 2. Theoretical Model 
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Hypothesis 7: There is no significant relationship between parental support 
and job satisfaction for Naval Science Instructors and Associate Naval Science 
Instructors. 
Hypothesis 8: There is no significant relationship between recognition and 
job satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
Hypothesis 9: There is no significant relationship between autonomy and 
job satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
Hypothesis 10: There is no relative influence of (a) achievement, (b) 
administrative support, (c) advancement, (d) growth, (e) nature of the work itself, (f) 
number of cadets, (g) parental support, (h) recognition, and (i) autonomy upon the 
level of job satisfaction for Naval Science Instructors and Associate Naval Science 
Instructors. 
Hypothesis 11: There is no statistically significant relative influence of 
(a) age of instructor, (b) educational level of instructor, (c) years in military, and 
(d) years teaching NJROTC on the level of job satisfaction for Naval Science 
Instructors and Associate Naval Science Instructors. 
Limitations of the Study 
This study was limited to all Naval Science Instructors and Associate 
Naval Science Instructors within the geographical boundaries known as Area Six. 
Area Six is comprised of 63 schools. The schools are located in the states of Alabama 
(1), Georgia (22), South Carolina (29), Tennessee (10), and Virginia (1). As of this 
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study, there were sixty Naval Science Instructors and seventy-six Associate Naval 
Science Instructors in Area Six. Because all of the instructors are not in the same state 
or school system, the results may be influenced by the geographical location of the 
instructors involved. 
Data collected were limited to the independent, dependent, and moderating 
variables as defined in this study. All of the instructors within Area Six, excluding the 
researcher, were provided an opportunity to respond and to participate in the study; 
therefore, a random sampling was not utilized. Data were generated by means of a 
written survey. 
Summary 
The theoretical framework provided the researcher with the literature to 
support the theory of job satisfaction and examined the relationship among the 
designated variables. The independent, dependent, and moderating variables were 
defined. A conceptual model was presented which showed how the independent vari¬ 
ables and moderating variables are related to the dependent variable. The limitations 
of the study were discussed, and eleven null hypotheses were posed. 
CHAPTER IV 
METHODS AND PROCEDURES 
Introduction 
The purpose of this study was to determine the factors which contribute to 
the job satisfaction of NJROTC Naval Science Instructors and Associate Naval Science 
Instructors. This study will examine whether or not Naval Science Instructors and 
Associate Naval Science Instructors are satisfied with their jobs and if factors of job 
satisfaction impact their decision to leave or stay with the NJROTC program. 
This chapter presents the procedures for data gathering which, include: (1) 
research design, (2) description of the setting, (3) sampling procedures, (4) working 
with human subjects, (5) description of the instrument, (6) data collection procedures, 
and (7) statistical applications. Eleven research questions were posed. 
Research Design 
An ex post facto design was used in this study. The researcher utilized 
correlational research to analyze the relationships between large numbers of variables 
through the use of multivariate correlational statistics. An instrument entitled Decision 
Involvement Analysis, developed by James M. Lipham, Faculty Associate of the 
Wisconsin Research and Development Center for Individualized Schooling at the 
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University of Wisconsin-Madison School of Education, was modified for the purpose 
of this study. Part II, Job Satisfaction Survey, and Part III, Personal Data, of the 
instrument were utilized. 
The major advantage of administering a survey in this study was based on 
the fact that the Naval Science Instructors and the Associate Naval Science Instructors 
are geographically spread over five states. A survey provides a more comprehensive 
understanding of the factors of job satisfaction that impact the decision of Naval 
Science Instructors and Associate Naval Science Instructors to leave or stay in the 
NJROTC program. 
Description of the Setting 
The study was conducted within the geographical boundaries known as 
Area Six, comprised of 63 accredited high schools with NJROTC programs, located in 
the states of Alabama (1), Georgia (22), South Carolina (29), Tennessee (10), and 
Virginia (1). Figure 3 shows the geographical distribution of the NJROTC Program by 
area. 
Surveys were mailed to the high schools where the Naval Science and 
Associate Naval Science Instructors are assigned. As of this study, there were sixty 
Naval Science Instructors and seventy-six Associate Naval Science Instructors in Area 
Six. There were two females serving as instructors in Area Six, one a Naval Science 
Instructor and the other an Associate Naval Science Instructor. All of the NJROTC 
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and the NJROTC Associate Naval Science Instructors are Navy, Marine Corps, and 
Coast Guard enlisted personnel. Permission to conduct this study was granted by the 
Program Manager of the NJROTC Program. 
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Sampling Procedures 
This study utilized cluster sampling. This particular group of Naval 
Science Instructors and Associate Naval Science Instructors was selected as a result of 
a suggestion by the Program manager of the NJROTC Program, based on the 
geographical location of the researcher. The population of this study included all of 
the Naval Science Instructors and Associate Naval Science Instructors in Area Six, 
with the exception of the researcher. All of the Naval Science Instructors and 
Associate Naval Science Instructors were invited to participate in the study. 
A letter requesting permission to conduct the study using Naval Science 
Instructors and Associate Naval Science Instructors was sent to Mr. Hans Krucke, 
Program Manager of the NJROTC Program in Pensacola, Florida (see appendix A). 
Approval was granted by Mr. Krucke (see appendix B). 
Working With Human Suhjects 
Naval Science Instructors and Associate Naval Science Instructors were 
asked to voluntarily participate in this study. The researcher saw no risks to the 
Program Manager of the NJROTC Program or the instructors from participation in this 
study. 
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All responses to questionnaires were anonymous. Each questionnaire contained 
a number for tracking the rate of return. No individual responses were identified, and no 
scores were reported for individual schools. None of the information was used to evaluate 
the instructors or used for any other purpose except research. The researcher used extreme 
care in not exposing personal data to anyone. 
A letter explaining the purpose, need, and procedures concerning the study was 
given to aU participants. Those willing to participate in the study were given a survey with 
directions and asked to return the survey within one week. 
Description of the Instrument 
The Decision Involvement Analysis instrument was developed in 1981 by 
James M. Lipham, J. F. Dunstan, and Robert E. Rankin while working at the 
Wisconsin Research and Development Center of Individualized Schooling, University 
of Wisconsin at Madison. The Decision Involvement Analysis instrument is broken up 
into three parts. Part I is the Decision Involvement Analysis. Part II is the Job 
Satisfaction Survey, with twenty-seven Likert-type questions to assist the Naval 
Science Instructors in determining job satisfaction. The scale was measured by four 
possible responses: Very Dissatisfied, Dissatisfied, Satisfied, and Very Satisfied. Part 
m of the instrument, Personal Data Section, asks questions that assist in gathering the 
personal information required in the study, such as age, gender, years of experience, and 
highest educational qualification. 
The Decision Involvement Analysis instrument was valid and reliable based 
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on Cronbach Alpha coefficients ranging from .80 to .90. For the purpose of this study 
only Part II, the Job Satisfaction Survey, and a portion of Part III of the instrument 
were used and modified to fit the study. 
Permission was requested from the Wisconsin Research and Development 
Center for Individualized Schooling to use the Decision Involvement Analysis 
instrument (see appendix C). Approval was granted (see appendix D). Appendix E 
contains the modified instrument that was used to survey the participants and a list of 
the constructs that correspond to the questions. The letter that was sent to the NSIs 
and ANSIs is in appendix F. 
Data Collection Procedures 
Surveys with a stamped, addressed envelope were mailed to all Naval 
Science Instructors and Associate Naval Science Instructors in Area Six. Each 
instructor was identified by a code that was recorded on the inside of the envelope by 
the researcher. Instructors were asked to mail the complete survey back to the 
researcher within one week. E-mail messages was sent to those instructors who had 
not returned their surveys in a timely manner. 
Statistical Applications 
The data in this study were analyzed using the Statistical Package for the 
Social Sciences (SPSS) computer programs. The programs were used to produce tables 
and information on the relationships between variables and job satisfaction of the 
43 
Naval Science Instructors and the Associate Naval Science Instructors. The statistical 
analysis was used to determine the factors that contribute to the job satisfaction ofNJROTC 
Naval Science Instructors and Associate Naval Science Instructors. 
An Analysis of Variance (ANOVA) was utilized to determine if there were 
significant differences for the mean scores of job satisfaction between Naval Science 
Instructors and Associate Naval Science Instructors. The ANOVA was used to determine 
if there was a statistically significant difference in the mean scores for job satisfaction in 
terms of each of the moderator variables. 
The relative influence of the moderator variables on the dependent and 
independent variables for this study was determined by Stepwise Multiple Regression 
Analysis. To facilitate a more comprehensive analysis and presentation of data, a 
number of descriptive statistics including mean, standard deviation (SD), standard 
error of measurement (SE), and percentages were used. The data were tested at the .05 
level of significance. 
Summary 
The research methods used in this study were correlational research that 
allowed the researcher to analyze the relationships between large numbers of variables 
through the use of multivariate correlational statistics. A cluster sampling of Naval 
Science Instructors and Associate Naval Science Instructors within the geographical 
boundaries of Area Six was invited to participate in the study. The data collected from 
the modified version of the Decision Involvement Analysis were confidential. The 
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research tools that were utilized to analyze the data in this study were Analysis of 
Variance, Stepwise Multiple Regression Analysis, and descriptive statistics including 
the mean, standard deviation (SD), standard error of measurement (SE), and percentages. 
CHAPTER V 
ANALYSIS OF THE DATA 
Introduction 
The purpose of this study was to determine the factors which contribute to 
the job satisfaction of Naval Junior Reserve Officers Training Corps (NJROTC) Naval 
Science Instructors (NSIs) and Associate Naval Science Instructors (ANSIs). This 
chapter presents an analysis of the statistical data gathered from surveys administered 
to sixty-one Naval Science Instructors and seventy-four Associate Naval Science 
Instructors in the geographical location known as Area Six. Descriptive statistics for 
the entire sample are given. Appropriate tools were used to test the hypotheses and 
address the research questions posed in the study. 
Data Analysis 
The instrument used to collect the data for this research was a job 
satisfaction survey from the work of James M. Lipham, Wisconsin Center for 
Education Research, University of Wisconsin-Madison. Part I of the instrument was 
the Job Satisfaction Survey, with twenty-seven Likert-type questions that assisted the 
Naval Science Instructors in determining job satisfaction. The scale consisted of four 
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possible responses: Very Dissatisfied, Dissatisfied, Satisfied, and Very Satisfied. Part 
II of the instrument, Personal Data Section, asked questions that assisted in gathering 
the personal information that was required in the study, such as age, gender, years in 
the military, number of years teaching NJROTC, and highest educational level. The 
response mode for the job satisfaction questions was 1 = Very Dissatisfied, 2 = 
Dissatisfied, 3 = Satisfied, and 4 = Very Satisfied. Data for satisfaction questions 
were interpreted in terms of mean scores as follows: 1.00 to 1.50 = Very Dissatis¬ 
fied, 1.51 to 2.50 = Dissatisfied, 2.51 to 3.50 = Satisfied, and 3.51 to 4.00 = Very 
Satisfied. 
Surveys were mailed to 135 instructors, 61 Naval Science Instructors and 
74 Associate Naval Science Instructors in Area Six. Sixty-three schools were 
represented in the states of Alabama (1), Georgia (22), South Carolina (29), 
Tennessee (10), and Virginia (1). Of this number, 45 Naval Science Instructors and 50 
Associate Naval Science Instructors returned completed surveys. This represented a 
response rate of 74 percent for Naval Science Instructors and 68 percent for Associate 
Naval Science Instructors. The overall response rate was 70 percent. 
Tables in this chapter describe the data and findings of this study. Each of 
the null hypotheses is stated and the data is analyzed, accompanied by a table which 
illustrates the results. 
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Testing the Null Hypotheses 
In this study there were eleven hypotheses, each dealing with variables to 
be examined and tested. Each of the hypotheses is stated separately in order to 
anticipate the type of analysis that is required. 
Hypothesis 1: There is no significant relationship between achievement and 
job satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
To test the hypothesis, the Pearson product-moment correlation coefficient 
(Pearson r) was used to determine the direction and magnitude of correlation between 
achievement and job satisfaction for Naval Science Instructors and Associate Naval 
Science Instructors. Table 1 presents the descriptive data for achievement for Naval 
Science Instructors and Associate Naval Science Instructors. 
TABLE 1 
DESCRIPTIVE DATA FOR ACHIEVEMENT FOR NAVAL 
SCIENCE INSTRUCTORS AND ASSOCIATE 
NAVAL SCIENCE INSTRUCTORS 
Variable n Mean SD SE 
Achievement 
Associate Naval Science Instructors 50 2.9600 0.638 0.090 
Naval Science Instructors 45 2.8889 0.487 0.073 
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The frequency for Associate Naval Science Instructors was 50, with a 
mean of 2.9600, a standard deviation of 0.638, and a standard error of measurement 
of 0.090. The frequency for Naval Science Instructors was 45, with a mean of2.8889, 
a standard deviation of 0.487, and a standard error of measurement of 0.073. The means 
for Associate Naval Science Instructors and Naval Science Instructors indicate that they 
are equally satisfied with their level of achievement in meeting the academic and affective 
needs of their cadets. 
Table 2 presents the Pearson r correlations that were computed. The data 
show a significant relationship between achievement and job satisfaction among Naval 
Science Instructors and Associate Naval Science Instructors. The correlation coefficient 
was .5535. The level of significance was .001, which indicates that the probability of this 
result occurring by chance is 1 in 1,000. 
TABLE 2 
PEARSON PRODUCT-MOMENT CORRELATION COEFFICIENT FOR 
THE RELATIONSHIP BETWEEN ACHIEVEMENT AND JOB 
SATISFACTION AMONG NAVAL SCIENCE INSTRUCTORS 
AND ASSOCIATE NAVAL SCIENCE INSTRUCTORS 
Variable df r Prob. of r 
Achievement vs. Job Satisfaction 93 .5535 .001* 
* Significant at or beyond the .05 level. 
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The data indicate that Naval Science Instructors and Associate Naval 
Science Instructors who have a sense of achievement in their jobs and the students 
being served by the program will experience a higher degree of job satisfaction. Thus, 
Hypothesis 1 was rejected. 
Hypothesis 2: There is no significant relationship between administrative 
support and job satisfaction for Naval Science Instructors and Associate Naval Science 
Instructors. 
To test the hypothesis, the Pearson product-moment correlation coefficient 
was used to determine the direction and magnitude of correlation between administra¬ 
tive support and job satisfaction for Naval Science Instructors and Associate Naval 
Science Instructors. Table 3 presents the descriptive data for administrative support for 
Naval Science Instructors and Associate Naval Science Instructors. 
TABLE 3 
DESCRIPTIVE DATA FOR ADMINISTRATIVE SUPPORT FOR 
NAVAL SCIENCE INSTRUCTORS AND ASSOCIATE 
NAVAL SCIENCE INSTRUCTORS 
Variable n Mean £D 3E 
Administrative Support 
Associate Naval Science Instructors 50 2.8400 0.618 0.087 
Naval Science Instructors 45 2.7778 0.670 0.100 
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The frequency for Associate Naval Science Instructors was 50, with a 
mean of 2.8400, a standard deviation of 0.618, and a standard error of measurement 
of 0.087. The frequency for Naval Science Instructors was 45, with a mean of 
2.7778, a standard deviation of 0.670, and a standard error of measurement of 0.100. 
The means for Associate Naval Science Instructors and Naval Science Instructors 
indicate that they are satisfied with the administrative support they are receiving at 
their schools. 
Table 4 presents the Pearson correlations that were computed. The data 
show a significant relationship between administrative support and job satisfaction 
among Naval Science Instructors and Associate Naval Science Instructors. The corre¬ 
lation coefficient was .4546. The level of significance was .001, which indicates that 
the probability of this result occurring by chance is 1 in 1,000. 
TABLE 4 
PEARSON PRODUCT-MOMENT CORRELATION COEFFICIENT FOR THE 
RELATIONSHIP BETWEEN ADMINISTRATIVE SUPPORT AND JOB 
SATISFACTION AMONG NAVAL SCIENCE INSTRUCTORS 
AND ASSOCIATE NAVAL SCIENCE INSTRUCTORS 
Variable df r Prob. of r 
Administrative Support vs. Job Satisfaction 93 .4546 .001* 
*Significant at or beyond the .05 level. 
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The data indicate that Naval Science Instructors and Associate Naval 
Science Instructors who trust their building administrator, are given opportunities to 
discuss problems with their administrators, and are satisfied with their physical 
facilities and equipment will experience a higher degree of job satisfaction. Thus, 
Hypothesis 2 was rejected. 
Hypothesis 3: There is no significant relationship between advancement 
and job satisfaction for Naval Science Instructors and Associate Naval Science 
Instructors. 
To test the hypothesis, the Pearson product-moment correlation coefficient 
was used to determine the direction and magnitude of correlation between advance¬ 
ment and job satisfaction for Naval Science Instructors and Associate Naval Science 
Instructors. Table 5 presents the descriptive data for advancement for Naval Science 
Instructors and Associate Naval Science Instructors. 
TABLE 5 
DESCRIPTIVE DATA FOR ADVANCEMENT FOR NAVAL 
SCIENCE INSTRUCTORS AND ASSOCIATE 
NAVAL SCIENCE INSTRUCTORS 
Variable n Mean £D SE 
Advancement 
Associate Naval Science Instructors 50 2.9400 0.956 0.135 
Naval Science Instructors 45 3.0444 0.673 0.100 
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The frequency for Associate Naval Science Instructors was 50, with a 
mean of 2.9400, a standard deviation of 0.956, and a standard error of measurement 
of 0.135. The frequency for Naval Science Instructors was 45, with a mean of 
3.0444, a standard deviation of 0.673, and a standard error of measurement of 0.100. 
The means for Associate Naval Science Instructors and Naval Science Instructors 
indicate that they are satisfied with their future in their school district as Associate 
Naval Science Instructors and Naval Science Instructors. 
Table 6 presents the Pearson correlations that were computed. The data 
show a significant relationship between advancement and job satisfaction among Naval 
Science Instructors and Associate Naval Science Instructors. The correlation 
coefficient was .6679. The level of significance was .001, which indicates that the 
probability of this results occurring by chance is 1 in 1,000. 
TABLE 6 
PEARSON PRODUCT-MOMENT CORRELATION COEFFICIENT FOR 
THE RELATIONSHIP BETWEEN ADVANCEMENT AND JOB 
SATISFACTION AMONG NAVAL SCIENCE INSTRUCTORS 
AND ASSOCIATE NAVAL SCIENCE INSTRUCTORS 
Variable df r Prob. of i 
Advancement vs. Job Satisfaction 93 .6679 .001* 
*Significant at or beyond the .05 level. 
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The data indicate that Naval Science Instructors and Associate Naval 
Science Instructors who are comfortable with their future in their school system will 
experience a higher degree of job satisfaction. Thus, Hypothesis 3 was rejected. 
Hypothesis 4: There is no significant relationship between growth and job 
satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
To test the hypothesis, the Pearson product-moment correlation coefficient 
was used to determine the direction and magnitude of correlation between growth and 
job satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
Table 7 presents the descriptive data for growth for Naval Science Instructors and 
Associate Naval Science Instructors. 
TABLE 7 
DESCRIPTIVE DATA FOR GROWTH FOR NAVAL 
SCIENCE INSTRUCTORS AND ASSOCIATE 
NAVAL SCIENCE INSTRUCTORS 
Variable n Mean SD SE 
Growth 
Associate Naval Science Instructors 50 2.1800 1.044 0.148 
Naval Science Instructors 45 2.4444 0.893 0.133 
The frequency for Associate Naval Science Instructors was 50,with a mean 
of 2.1800, a standard deviation of 1.044, and a standard error of measurement of 
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0148. The frequency for Naval Science Instructors was 45, with a mean of 2.4444, a 
standard deviation of 0.893, and a standard error of measurement of 0.133. The 
means for Associate Naval Science Instructors and Naval Science Instructors indicate 
that they are equally dissatisfied with their growth potential in their jobs as Associate 
Naval Science Instructors and Naval Science Instructors. 
Table 8 presents the Pearson correlations that were computed. The data 
show a significant relationship between growth and job satisfaction among Naval 
Science Instructors and Associate Naval Science Instructors. The correlation coeffi¬ 
cient was .5915. The level of significance was .001, which indicates that the prob¬ 
ability of this result occurring by chance is 1 in 1,000. 
TABLE 8 
PEARSON PRODUCT-MOMENT CORRELATION COEFFICIENT FOR THE 
RELATIONSHIP BETWEEN GROWTH AND JOB SATISFACTION 
AMONG NAVAL SCIENCE INSTRUCTORS AND ASSOCIATE 
NAVAL SCIENCE INSTRUCTORS 
Variable df r Prob. of i 
Growth vs. Job Satisfaction 93 .5915 .001* 
*Significant at or beyond the .05 level. 
The data indicate that Naval Science Instructors and Associate Naval 
Science Instructors who are given opportunities for growth experience a higher degree 
of job satisfaction. Thus, Hypothesis 4 was rejected. 
55 
Hypothesis 5: There is no significant relationship between the nature of the 
work itself and job satisfaction for Naval Science Instructors and Associate Naval 
Science Instructors. 
To test the hypothesis, the Pearson product-moment correlation coefficient 
was used to determine the direction and magnitude of correlation between the nature 
of the work itself and job satisfaction for Naval Science Instructors and Associate 
Naval Science Instructors. Table 9 presents the descriptive data for the nature of the 
work itself for Naval Science Instructors and Associate Naval Science Instructors. 
TABLE 9 
DESCRIPTIVE DATA FOR THE NATURE OF THE WORK ITSELF FOR 
NAVAL SCIENCE INSTRUCTORS AND ASSOCIATE 
NAVAL SCIENCE INSTRUCTORS 
Variable n Mean £D SE 
Nature of the Work Itself 
Associate Naval Science Instructors 50 3.0200 0.377 0.053 
Naval Science Instructors 45 2.8667 0.548 0.082 
The frequency for Associate Naval Science Instructors was 50, with a 
mean of 3.0200, a standard deviation of 0.377, and a standard error of measurement 
of 0.053. The frequency for Naval Science Instructors was 45, with a mean of 
2.8667, a standard deviation of 0.548, and a standard error of measurement of 0.082. 
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The means for Associate Naval Science Instructors and Naval Science Instructors 
indicate that they are satisfied with the nature of the work itself in their school as 
NJROTC instructors. 
Table 10 presents the Pearson correlations that were computed. The data 
show a significant relationship between the nature of the work itself and job 
satisfaction among Naval Science Instructors and Associate Naval Science Instructors. 
The correlation coefficient was .4605. The level of significance was .001, which 
indicates that the probability of this result occurring by chance is 1 in 1,000. 
TABLE 10 
PEARSON PRODUCT-MOMENT CORRELATION COEFFICIENT FOR THE 
RELATIONSHIP BETWEEN THE NATURE OF THE WORK ITSELF 
AND JOB SATISFACTION AMONG NAVAL SCIENCE 
INSTRUCTORS AND ASSOCIATE NAVAL 
SCIENCE INSTRUCTORS 
Variable df r Prob. of r 
Nature of the Work Itself vs. Job Satisfaction 93 .4605 .001* 
*Significant at or beyond the .05 level. 
The data indicate that Naval Science Instructors and Associate Naval 
Science Instructors who enjoy the activities involved in doing the job and the 
interactions they have with the cadets and teachers will experience a higher degree of 
job satisfaction. Thus, Hypothesis 5 was rejected. 
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Hypothesis 6: There is no significant relationship between the number of 
cadets in the unit and job satisfaction for Naval Science Instructors and Associate 
Naval Science Instructors. 
To test the hypothesis, the Pearson product-moment correlation coefficient 
was used to determine the direction and magnitude of correlation between the number 
of cadets in the unit and job satisfaction for Naval Science Instructors and Associate 
Naval Science Instructors. Table 11 presents the descriptive data for the number of 
cadets in the unit for Naval Science Instructors and Associate Naval Science 
Instructors. 
TABLE 11 
DESCRIPTIVE DATA FOR THE NUMBER OF CADETS IN THE UNIT 
FOR NAVAL SCIENCE INSTRUCTORS AND ASSOCIATE 
NAVAL SCIENCE INSTRUCTORS 
Variable n Mean SD SE 
Number of Cadets in the Unit 
Associate Naval Science Instructors 50 3.2400 0.555 0.079 
Naval Science Instructors 45 3.2889 0.549 0.082 
The frequency for Associate Naval Science Instructors was 50, with a 
mean of 3.2400, a standard deviation of 0.555, and a standard error of measurement 
of 0.079. The frequency for Naval Science Instructors was 45, with a mean of 
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3.2889, a standard deviation of 0.549, and a standard error of measurement of 0.082. 
The means for Associate Naval Science Instructors and Naval Science Instructors 
indicate that they are satisfied with the number of cadets in their units. 
Table 12 presents the Pearson correlations that were computed. The data 
show a significant relationship between the number of cadets in the unit and job 
satisfaction among Naval Science Instructors and Associate Naval Science Instructors. 
The correlation coefficient was .3993. The level of significance was .001, which 
indicates that the probability of this result occurring by chance is 1 in 1,000. 
TABLE 12 
PEARSON PRODUCT-MOMENT CORRELATION COEFFICIENT FOR 
THE RELATIONSHIP BETWEEN THE NUMBER OF CADETS IN 
THE UNIT AND JOB SATISFACTION AMONG NAVAL 
SCIENCE INSTRUCTORS AND ASSOCIATE 
NAVAL SCIENCE INSTRUCTORS 
Variable df I Prob. of r 
Number of Cadets in Unit vs. Job Satisfaction 93 .3993 .001* 
*Significant at or beyond the .05 level. 
The data indicate that Naval Science Instructors and Associate Naval 
Science Instructors will experience a higher degree of job satisfaction based on the 
number of cadets that they are responsible for. Thus, Hypothesis 6 was rejected. 
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Hypothesis 7: There is no significant relationship between parental support 
and job satisfaction for Naval Science Instructors and Associate Naval Science 
Instructors. 
To test the hypothesis, the Pearson product-moment correlation coefficient 
was used to determine the direction and magnitude of correlation between parental 
support and job satisfaction for Naval Science Instructors and Associate Naval Science 
Instructors. Table 13 presents the descriptive data for parental support for Naval 
Science Instructors and Associate Naval Science Instructors. 
TABLE 13 
DESCRIPTIVE DATA FOR PARENTAL SUPPORT FOR 
NAVAL SCIENCE INSTRUCTORS AND ASSOCIATE 
NAVAL SCIENCE INSTRUCTORS 
Variable n Mean SD SE 
Parental Support 
Associate Naval Science Instructors 50 2.7600 0.744 0.105 
Naval Science Instructors 45 2.5778 0.690 0.103 
The frequency for Associate Naval Science Instructors was 50, with a 
mean of 2.7600, a standard deviation of 0.744, and a standard error of measurement 
of 0.105. The frequency for Naval Science Instructors was 45, with a mean of 
2.5778, a standard deviation of 0.690, and a standard error of measurement of 0.103. 
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The means for Associate Naval Science Instructors and Naval Science Instructors 
indicate that they are satisfied with the parental support and community involvement in 
their school program. 
Table 14 presents the Pearson correlations that were computed. The data 
show significant relationship between parental support and job satisfaction among 
Naval Science Instructors and Associate Naval Science Instructors. The correlation 
coefficient was .5079. The level of significance was .001, which indicates that the 
probability of this result occurring by chance is 1 in 1,000. 
TABLE 14 
PEARSON PRODUCT-MOMENT CORRELATION COEFFICIENT 
FOR THE RELATIONSHIP BETWEEN PARENTAL SUPPORT 
AND JOB SATISFACTION AMONG NAVAL SCIENCE 
INSTRUCTORS AND ASSOCIATE NAVAL 
SCIENCE INSTRUCTORS 
Variable df r Prob. of r 
Parental Support vs. Job Satisfaction 93 .5079 .001* 
*Significant at or beyond the .05 level. 
The data indicate that Naval Science Instructors and Associate Naval 
Science Instructors who have the support of parents, guardians, and community 
members will experience a higher degree of job satisfaction. Thus, Hypothesis 7 was 
rejected. 
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Hypothesis 8: There is no significant relationship between recognition and 
job satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
To test the hypothesis, the Pearson product-moment correlation coefficient 
was used to determine the direction and magnitude of correlation between recognition 
and job satisfaction for Naval Science Instructors and Associate Naval Science 
Instructors. Table 15 presents the descriptive data for recognition for Naval Science 
Instructors and Associate Naval Science Instructors. 
TABLE 15 
DESCRIPTIVE DATA FOR RECOGNITION FOR NAVAL 
SCIENCE INSTRUCTORS AND ASSOCIATE 
NAVAL SCIENCE INSTRUCTORS 
Variable n Mean SD SE 
Recognition 
Associate Naval Science Instructors 50 2.2200 0.840 0.119 
Naval Science Instructors 45 2.5333 0.757 0.113 
The frequency for Associate Naval Science Instructors was 50, with a 
mean of 2.2200, a standard deviation of 0.840, and a standard error of measurement 
of 0.119. The frequency for Naval Science Instructors was 45, with a mean of 
2.5333, a standard deviation of 0.757, and a standard error of measurement of 0.113 
The mean for Associate Naval Science Instructors indicates that they are dissatisfied 
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with the recognition that they receive as Associate Naval Science Instructors. The 
mean for Naval Science Instructors indicates that they are satisfied with the recog¬ 
nition that they receive as Naval Science Instructors. 
Table 16 presents the Pearson correlations that were computed. The data 
show a significant relationship between recognition and job satisfaction among Naval 
Science Instructors and Associate Naval Science Instructors. The correlation coeffi¬ 
cient was .5509. The level of significance was .001, which indicates that the prob¬ 
ability of this result occurring by chance is 1 in 1,000. 
TABLE 16 
PEARSON PRODUCT-MOMENT CORRELATION COEFFICIENT 
FOR THE RELATIONSHIP BETWEEN RECOGNITION AND 
JOB SATISFACTION AMONG NAVAL SCIENCE 
INSTRUCTORS AND ASSOCIATE NAVAL 
SCIENCE INSTRUCTORS 
Variable df I Prob. of i 
Recognition vs. Job Satisfaction 93 .5509 .001* 
^Significant at or beyond the .05 level. 
The data indicate that Naval Science Instructors and Associate Naval 
Science Instructors who are recognized for their accomplishments and/or performance 
of duty will experience a higher degree of job satisfaction. Thus, Hypothesis 8 was 
rejected. 
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Hypothesis 9: There is no significant relationship between autonomy and 
job satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
To test the hypothesis, the Pearson product-moment correlation coefficient 
was used to determine the direction and magnitude of correlation between autonomy 
and job satisfaction for Naval Science Instructors and Associate Naval Science 
Instructors. Table 17 presents the descriptive data for autonomy for Naval Science 
Instructors and Associate Naval Science Instructors. 
TABLE 17 
DESCRIPTIVE DATA FOR AUTONOMY FOR NAVAL 
SCIENCE INSTRUCTORS AND ASSOCIATE 
NAVAL SCIENCE INSTRUCTORS 
Variable n Mean SD SE 
Autonomy 
Associate Naval Science Instructors 50 2.8200 0.629 0.089 
Naval Science Instructors 45 2.7333 0.654 0.097 
The frequency for Associate Naval Science Instructors was 50, with a 
mean of 2.8200, a standard deviation of 0.629, and a standard error of measurement 
of 0.089. The frequency for Naval Science Instructors was 45, with a mean of 
2.7333, a standard deviation of 0.654, and a standard error of measurement of 0.097. 
The means for Associate Naval Science Instructors and Naval Science Instructors 
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indicate that they are satisfied with the autonomy that is given to them as Associate 
Naval Science Instructors and Naval Science Instructors. 
Table 18 presents the Pearson correlations that were computed. The data 
show a significant relationship between autonomy and job satisfaction among Naval 
Science Instructors and Associate Naval Science Instructors. The correlation 
coefficient was .5427. The level of significance was .001, which indicates that the 
probability of this result occurring by chance is 1 in 1,000. 
TABLE 18 
PEARSON PRODUCT-MOMENT CORRELATION COEFFICIENT 
FOR THE RELATIONSHIP BETWEEN AUTONOMY AND 
JOB SATISFACTION AMONG NAVAL SCIENCE 
INSTRUCTORS AND ASSOCIATE NAVAL 
SCIENCE INSTRUCTORS 
Variable df r Prob. of r 
Autonomy vs. Job Satisfaction 93 .5427 .001* 
^Significant at or beyond the .05 level. 
The data indicate that Naval Science Instructors and Associate Naval 
Science Instructors who are able to exercise the authority delegated to them to 
accomplish the results expected without asking permission to do so will experience a 
higher degree of job satisfaction. Thus, Hypothesis 9 was rejected. 
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Hypothesis 10: There is no relative influence of (a) achievement, (b) 
administrative support, (c) advancement, (d) growth, (e) nature of the work itself, 
(f) number of cadets, (g) parental support, (h) recognition, and (i) autonomy upon the 
level of job satisfaction for Naval Science Instructors and Associate Naval Science 
Instructors. 
The Stepwise Multiple Regression Analysis (R) was the statistical tool used 
to test this hypothesis. The results of the Stepwise Multiple Regression Analysis for 
the relationship between the independent variables and job satisfaction are shown in 
Table 19. 
TABLE 19 
RESULTS OF STEPWISE MULTIPLE REGRESSION ANALYSIS FOR 
JOB SATISFACTION AND THE INDEPENDENT VARIABLES 
FOR NAVAL SCIENCE INSTRUCTORS AND ASSOCIATE 
NAVAL SCIENCE INSTRUCTORS 
Factor R R2 
Percent of 
Variance F 2 
Advancement .66793 .44614 .44614 74.91112 .0000* 
Recognition .75242 .56614 .12000 60.02532 .0000* 
Nature of Work .78685 .61913 .05299 49.30853 .0000* 
Achievement .81364 .66200 .04287 44.06846 .0000* 
Number of Cadets .82532 .68116 .01916 38.02741 .0000* 
^Significant at or beyond the .05 level. 
Note: Variables not in the equation: Administrative Support, Growth, Parental 
Support, and Autonomy. 
66 
The factors of administrative support, growth, parental support, and autonomy 
were not included in the equation. Therefore, no relative influence of administrative 
support, growth, parental support, or autonomy upon job satisfaction was found for this 
study. The combined factors of advancement, recognition, nature of the work, 
achievement, and the number of cadets in the unit were found to have significant relative 
influence on job satisfaction. The multiple R for the first factor loaded into the model, 
advancement, was .66793. The R2 was .44614. Thus, 44 percent of the variance that 
occurred for job satisfaction could be attributed to advancement. The F ratio was 74.91112. 
The F probability was .0000, which was statistically significant. 
The second factor, recognition, had a multiple R of .75242. The R2 was .56614. 
The percentage of variance was increased by 12.000 by the addition of recognition to the 
model. The F ratio was 60.02532. The F probability was .0000, which was statistically 
significant. 
The third factor, nature of the work, had a multiple R of .78685. The R2 was 
.61913. The attributable variance was increased by 5.299 percent by the addition of nature 
of the work to the model. The F ratio was 49.30853. The F probability was .0000, which 
was statistically significant. 
The fourth factor, achievement, had a multiple R of .81364. The R2 was 
.66200. The attributable variance was increased by 4.287 percent by the addition of 
achievement to the model. The F ratio was 44.06846. The F probability was .0000, which 
was statistically significant. 
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The fifth factor, number of cadets, had a multiple R of .82532. The R2 
was .68116. The attributable variance was increased by 1.916 percent by the addition 
of number of cadets to the model. The F ratio was 38.02741. The F probability was 
.0000, which was statistically significant. 
The data in table 19 showing in the Stepwise Multiple Regression model 
indicate that job satisfaction is most strongly influenced by advancement. Recognition 
is the second ranked significant influence, followed by nature of the work, achieve¬ 
ment, and number of cadets. The factors of administrative support, growth, parental 
support, and autonomy were not significant with regard to job satisfaction. 
Hypothesis 11: There is no statistically significant relative influence of 
(a) age of instructor, (b) educational level of instructor, (c) years in military, and (d) 
years teaching NJROTC on the level of job satisfaction for Naval Science Instructors 
and Associate Naval Science Instructors. 
The Stepwise Multiple Regression Analysis (R) was the statistical tool used 
to test this hypothesis. The results of the Stepwise Multiple Regression Analysis for 
the relationship between the moderator variables on the level of job satisfaction for 
Naval Science Instructors and Associate Naval Science Instructors are shown in 
table 20. 
The factors of age, educational level, and years in the military were not 
included in the equation. Therefore, no relative influence of age, educational level, or 
years in the military upon job satisfaction was found for this study. The factor of 
years of teaching NJROTC was found to have a significant relative influence on job 
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TABLE 20 
RESULTS OF STEPWISE MULTIPLE REGRESSION ANALYSIS FOR 
JOB SATISFACTION AND THE MODERATOR VARIABLES FOR 
NAVAL SCIENCE INSTRUCTORS AND ASSOCIATE 
NAVAL SCIENCE INSTRUCTORS 
Factor R R2 
Percent of 
Variance F P 
Years of Teaching 
NJROTC .22362 .05000 .05000 4.89513 .0294* 
^Significant at or beyond the .05 level. 
Note: Variables not in the equation: Age, Educational Level, and Years in the 
Military. 
satisfaction. The multiple R for years teaching NJROTC was .22362. The R2 was 
.05000. Thus, 5.000 percent of the variance that occurred for job satisfaction could be 
attributed to years of teaching NJROTC. The F ratio was 4.89513. The F probability 
was .0294, which was statistically significant. 
Table 21 presents the descriptive data for job satisfaction for Naval 
Science Instructors and Associate Naval Science Instructors. The frequency for 
Associate Naval Science Instructors was 50, with a mean of 2.8800, a standard 
deviation of 0.521, and a standard error of measurement of 0.074. .The frequency for 
Naval Science Instructors was 45, with a mean of 2.9111, a standard deviation of 
0.514, and a standard error of measurement of 0.077. The means for Associate Naval 
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TABLE 21 
DESCRIPTIVE DATA FOR JOB SATISFACTION FOR NAVAL 
SCIENCE INSTRUCTORS AND ASSOCIATE 
NAVAL SCIENCE INSTRUCTORS 
Variable n Mean SD £E 
Job Satisfaction 
Associate Naval Science Instructors 50 2.8800 0.521 0.074 
Naval Science Instructors 45 2.9111 0.514 0.077 
Science Instructors and Naval Science Instructors indicate that they are satisfied with 
their jobs as Associate Naval Science Instructors and Naval Science Instructors. 
Summary 
This chapter presented the statistical analyses of the data with regard to 
each null hypothesis and its findings. This study proposed to determine the factors 
which contributed to the job satisfaction of Naval Junior Reserve Officer Training 
Corps (NJROTC) Naval Science Instructors (NSIs) and Associate Naval Science 
Instructors (ANSIs). Statistical applications were used to determine the significant 
differences, relationships, and relative influences that existed with reference to the 
independent, dependent, and moderator variables. 
The Statistical Package for the Social Sciences (SPSS) computer programs 
were used to perform the tests for the hypotheses. The statistical tools used were as 
follows: Pearson Product-Moment Correlation Coefficient and Stepwise Multiple 
Regression Analysis. 
CHAPTER VI 
FINDINGS, CONCLUSIONS, IMPLICATIONS, AND RECOMMENDATIONS 
Introduction 
The purpose of this study was to determine the factors which contribute to 
the job satisfaction of NJROTC Naval Science Instructors and Associate Naval Science 
Instructors. This chapter is presented in four parts: Findings, Conclusions, Implica¬ 
tions, and Recommendations. 
Chapter I, Introduction. Chapter I introduced the purpose of the study and 
provided an overview of the significance of the study of job satisfaction of Naval 
Junior Reserve Officer Training Corps Naval Science Instructors and Associate Naval 
Science Instructors. The purpose of the study was discussed. The factors were studied 
to determine which factors contributed to job satisfaction and to examine whether or 
not Naval Science Instructors and Associate Naval Science Instructors were satisfied 
their jobs. The background of the problem gave a description of the NJROTC pro¬ 
gram and provided insight into the composition, structure, and operation of the 
NJROTC units. The statement of the problem indicated a large turnover of Naval 
Science Instructors and Associate Naval Science Instructors. The significance of the 
study suggested that the findings would provide a baseline for future studies of 
NJROTC instructors. It further stated that it will assist the CNET and school 
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administrators in identifying intrinsic and extrinsic factors which contribute to job 
satisfaction of the Naval Science Instructors, developing programs to address factors 
which impact retention in the NJROTC program, and recruiting and retaining quality 
instructors. Eleven research questions were identified in this chapter. 
Chapter II. Review of the Literature. This chapter contained a great deal 
of support for the theories of Abraham H. Maslow, Frederick Herzberg, and Clayton 
Alderfer as they relate to job satisfaction. Job satisfaction was defined, and the 
determinants of job satisfaction, both extrinsic and intrinsic, were discussed. In 
addition, retention and turnover were discussed in relation to job satisfaction. 
Chapter III. Theoretical Framework. Chapter III described the theoretical 
framework of the study. The definitions of the independent variables, dependent 
variables, and moderator variables were presented, and the theoretical model illus¬ 
trating the linkages among variables was established. In addition, eleven null 
hypotheses were posed, and the limitations of the study were addressed. 
Chapter IV. Methodology and Procedures. Chapter IV presented the 
methodology and procedures for data gathering that were used to conduct the study. 
The research method was correlational and quantitative in design. Cluster sampling of 
Naval Science Instructors and Associate Naval Science Instructors within the geo¬ 
graphical boundaries known as Area Six, comprised of 63 accredited high schools with 
NJROTC programs located in Alabama (1), Georgia (22), South Carolina (29), 
Tennessee (10), and Virginia (1). Working with human subjects specified the protocol 
that was used during the study. Permission was requested and granted by the NJROTC 
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Program Manager to proceed with the research. A description of the modified version 
of the Decision Involvement Analysis instrument, developed by James M. Lipham, 
was given. Data collection procedures were presented as to how the researcher would 
obtain the data. The Statistical Package for the Social Sciences (SPSS) computer 
program was used to analyze the data. The program was used to produce tables and 
information on the relationships between variables and job satisfaction of Naval 
Science Instructors and Associate Naval Science Instructors. 
Chapter V. Data Analysis and Interpretation. Data in Chapter V were 
presented with accompanying analyses in terms of the null hypotheses that were stated. 
Each hypothesis was stated separately in order to anticipate the type of analysis 
required. Tables described the data and findings of the study. 
Chapter VI. Findings. Conclusions. Implications, and Recommendations. 
This chapter summarizes the findings generated by the study. Based on these findings, 
conclusions, implications, and recommendations, the results of this research are 
submitted for application and interpretation in the field of education. 
Findings 
The answers to Research Questions 1-11 are reflected and addressed 
through Hypothesis 1-11. Findings of the study are summarized by discussion of the 
independent variables, dependent variables, and the moderator variables. The indepen¬ 
dent variables were (1) achievement, (2) administrative support, (3) advancement, (4) 
growth, (5) nature of the work itself, (6) number of cadets, (7) parental support, (8) 
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recognition, and (9) autonomy. The dependent variable was job satisfaction. The 
moderator variables were (1) age of instructor, (2) educational level of instructor, 
(3) years in military, and (4) years teaching NJROTC. The relative influence of the 
independent variables upon the level of job satisfaction for Naval Science Instructors 
and Associate Naval Science Instructors and the relative influence of the moderator 
variables on the level of job satisfaction for Naval Science Instructors and Associate 
Naval Science Instructors are summarized. 
The Pearson product-moment correlation coefficient (Pearson r) was used 
to determine the relationships between the independent variables and job satisfaction 
for Naval Science Instructors and Associate Naval Science Instructors for Hypotheses 
1-9. 
Hypothesis 1: There is no significant relationship between achievement and 
job satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
Associate Naval Science Instructors with a mean of 2.9600 had a slightly 
higher level of satisfaction with achievement than Naval Science Instructors with a 
mean of 2.8889. Results of the Pearson r for Hypothesis 1 showed a significant rela¬ 
tionship between achievement and job satisfaction among Naval Science Instructors 
and Associate Naval Science Instructors. The correlation coefficient was .5535, and 
the probability of r was .001, which was significant. Therefore, the null hypothesis 
was rejected. The results indicated that Naval Science Instructors and Associate Naval 
Science Instructors who have a sense of achievement in meeting the academic and 
affective needs of their students will experience a higher degree of job satisfaction. 
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These findings concur with studies by Ulriksen (1996), who found that teachers derive 
most of their job satisfaction from the intrinsic factor of achievement. 
Hypothesis 2: There is no significant relationship between administrative 
support and job satisfaction for Naval Science Instructors and Associate Naval Science 
Instructors. 
For Hypothesis 2, Associate Naval Science Instructors with a mean of 
2.8400 had a slightly higher level of satisfaction with administrative support than 
Naval Science Instructors with a means of 2.7778. Results of the Pearson r for 
Hypothesis 2 showed a significant relationship between administrative support and job 
satisfaction among Naval Science Instmctors and Associate Naval Science Instructors. 
The correlation coefficient was .4546, and the probability of r was .001, which was 
significant. Therefore, the null hypothesis was rejected. The results indicated that 
Naval Science Instructors and Associate Naval Science Instructors who trust their 
building administrator, are given opportunities to discuss problems with their adminis¬ 
trators, and are satisfied with their physical facilities and equipment will experience a 
higher degree of job satisfaction. These findings concur with those of Singh and 
Billingsley (1996), who found that support from school principals influenced the 
teachers' job satisfaction and their intent to stay in the job. 
Hypothesis 3: There is no significant relationship between advancement 
and job satisfaction for Naval Science Instructors and Associate Naval Science 
Instructors. 
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The data for Hypothesis 3 also yielded a slightly higher level of satisfac¬ 
tion with advancement for Naval Science Instructors with a mean of 3.0444 than 
Associate Naval Science Instructors with a mean of 2.9400. Results of the Pearson r 
for Hypothesis 3 showed a significant relationship between advancement and job satis¬ 
faction among Naval Science Instructors and Associate Naval Science Instructors. The 
means for Naval Science Instructors and Associate Naval Science Instructors indicate 
that they are satisfied with their future in their school district as instructors. The 
correlation coefficient was .6679, and the probability of r was .001, which was 
significant. Therefore, the null hypothesis was rejected. The results indicated that 
Naval Science Instructors and Associate Naval Science Instructors who are comfort¬ 
able with their future in their school system would experience a higher degree of job 
satisfaction. These findings reflect those of Ting (1997), who found that promotional 
opportunities consistently had a significant effect on job satisfaction. Messmer (1998) 
suggested that providing opportunities for professional advancement is the key to 
retention. 
Hypothesis 4: There is no significant relationship between growth and job 
satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
For Hypothesis 4, Naval Science Instructors with a mean of 2.4444 indi¬ 
cated a higher level of satisfaction with growth than Associate Naval Science 
Instructors with a mean of 2.1800. Despite this significance, Naval Science Instructors 
and Associate Naval Science Instructors are dissatisfied with the growth potential in 
their jobs. Results of the Pearson r for Hypothesis 4 showed a significant relationship 
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between growth and job satisfaction among Naval Science Instructors and Associate 
Naval Science Instructors. The correlation coefficient was .5915, and the probability 
of r was .001, which was significant. Therefore, the null hypothesis was rejected. The 
results indicated that Naval Science Instructors and Associate Naval Science Instruc¬ 
tors who are given opportunities for growth will experience a higher degree of job 
satisfaction. These findings concur with those of Latham (1998), who found that 
teacher job satisfaction does not depend significantly on extrinsic factors, but that 
intrinsic rewards such as personal growth played a greater role in teacher motivation 
and job satisfaction compared to extrinsic rewards. 
Hypothesis 5: There is no significant relationship between the nature of the 
work itself and job satisfaction for Naval Science Instructors and Associate Naval 
Science Instructors. 
The data for Hypothesis 5 showed that the mean for the nature of the work 
itself for Naval Science Instructors was 3.0200 and for Associate Naval Science 
Instructors was 2.8667. This indicated that they are satisfied with the nature of the 
work itself in their school as NJROTC instructors. Results of the Pearson r for 
Hypothesis 5 showed a significant relationship between the nature of the work itself 
and job satisfaction among Naval Science Instructors and Associate Naval Science 
Instructors. The correlation coefficient was .4605, and the probability of r was .001, 
which was significant. Therefore, the null hypothesis was rejected. The results indi¬ 
cated that Naval Science Instructors and Associate Naval Science Instructors will 
experience a higher degree of job satisfaction when they enjoy the activities involved 
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in doing the job and the interactions they have with the cadets and their co-workers. 
These findings reflect the research of Wah (1998), who found that the nature of the 
work is a key factor that influences employees to stay in the job. 
Hypothesis 6: There is no significant relationship between the number of 
cadets in the unit and job satisfaction for Naval Science Instructors and Associate 
Naval Science Instructors. 
For Hypothesis 6, Naval Science Instructors with a mean of 3.2889 had a 
higher level of satisfaction with the number of cadets than Associate Naval Science 
Instructors with a mean of 3.2400. The means indicate that they are satisfied with the 
number of cadets in their units. Results of the Pearson r for Hypothesis 6 showed a 
significant relationship between the number of cadets in the unit and job satisfaction 
among Naval Science Instructors and Associate Naval Science Instructors. The corre¬ 
lation coefficient was .3993, and the probability of r was .001, which was significant. 
Therefore, the null hypothesis was rejected. The results indicated that Naval Science 
Instructors and Associate Naval Science Instructors will experience a higher degree of 
job satisfaction based on their satisfaction with the number of cadets that they are 
responsible for. 
Hypothesis 7: There is no significant relationship between parental support 
and job satisfaction for Naval Science Instructors and Associate Naval Science 
Instructors. 
The data for Hypothesis 7 showed a slightly higher level of satisfaction 
with parental support for Associate Naval Science Instructors with a mean of 2.7600 
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than Naval Science Instructors with a means of2.5778. These results indicate that the 
Associate Naval Science Instructors and the Naval Science Instructors are satisfied 
with the parental support and community involvement in their school program. Results 
of the Pearson r for Hypothesis 7 showed a significant relationship between parental 
support and job satisfaction among Naval Science Instructors and Associate Naval 
Science Instructors. The correlation coefficient was .5079, and the probability of r 
was .001, which was significant. Therefore, the null hypothesis was rejected. The 
results indicated that Naval Science Instructors and Associate Naval Science Instructors 
who have the support of parents, guardians, and community members will experience 
a higher degree of job satisfaction. This finding reinforces research studies as reported by 
Rathmann (1998), who found that the variables that relate significantly with teacher job 
satisfaction included parental support. 
Hypothesis 8: There is no significant relationship between recognition and 
job satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
The data for Hypothesis 8 yielded a mean for Naval Science Instructors of 
2.5333 for recognition and a mean of2.2200 for Associate Naval Science Instructors. 
This indicated that the Naval Science Instructors are satisfied with the recognition that 
they receive, but the Associate Naval Science Instructors are dissatisfied. Results of the 
Pearson r for Hypothesis 8 showed a significant relationship between recognition 
and job satisfaction among Naval Science Instructors and Associate Naval Science 
Instructors. The correlation coefficient was .5509, and the probability of r was .001, 
which was significant. Therefore, the null hypothesis was rejected. The results 
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indicated that Naval Science Instructors and Associate Naval Science Instructors are 
recognized for their accomplishments and/or performance of duty will experience a 
higher degree of job satisfaction. These findings concur with research by Stum (1998), 
who found that recognition was one of the top key factors in employee retention. 
Hypothesis 9: There is no significant relationship between autonomy and 
job satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
For Hypothesis 9, Associate Naval Science Instructors with a mean of 
2.8200 had a slightly higher level of satisfaction with autonomy than Naval Science 
Instructors with a mean of 2.7333. These data show that these instructors are satisfied 
with the autonomy that is given to them as Associate Naval Science Instructors and 
Naval Science Instructors. Results of the Pearson r for Hypothesis 9 showed a 
significant relationship between autonomy and job satisfaction among Naval Science 
Instructors and Associate Naval Science Instructors. The correlation coefficient was 
.5427, and the probability of r was .001, which was significant. Therefore, the null 
hypothesis was rejected. The results indicated that Naval Science Instructors and 
Associate Naval Science Instructors who are able to exercise the authority delegated to 
them to accomplish the results expected without asking permission to do so will 
experience a higher degree of job satisfaction. These findings reflected similar results 
by Rice and Schneider (1994), who found that the higher the level of involvement, the 
higher the reported job satisfaction of the instructors. 
The Stepwise Multiple Regression analysis was used to find the relative 
influence of the independent variables and the moderator variables on job satisfaction 
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for Naval Science Instructors and Associate Naval Science Instructors for Hypotheses 
10 and 11. 
Hypothesis 10: There is no statistically significant relative influence of (a) 
achievement, (b) administrative support, (c) advancement, (d) growth, (e) nature of 
the work itself, (f) number of cadets, (g) parental support, (h) recognition, and (i) 
autonomy upon the level of job satisfaction for Naval Science Instructors and 
Associate Naval Science Instructors. 
The combined factors of advancement, recognition, nature of the work 
itself, achievement, and the number of cadets were found to have significant relative 
influence on job satisfaction for Hypothesis 10. No significant relative influences were 
found for administrative support, growth, parental support, and autonomy. The results 
of the Stepwise Multiple Regression analysis show that advancement had the strongest 
influence on job satisfaction. The additional percentage of variance explained was 
.44614 with an F probability of .0000. Recognition had the next strongest influence. 
The percentage of variance explained was .12000 with an F probability of .0000. 
Nature of the work itself was third in influence among the independent variables. The 
percentage of variance was .05299 with an F probability of .0000. Achievement was 
the fourth in influence among the independent variables. The percentage of variance 
was .04287 with an F probability of .0000. The number of cadets was fifth in influ¬ 
ence among the independent variables. The percentage of variance was .01916 with an 
F probability of .0000. The null hypothesis was rejected, as the findings illustrate 
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that advancement has the strongest influence among the independent variables on job 
satisfaction for Naval Science Instructors and Associate Naval Science Instructors, 
while recognition, nature of the work itself, achievement, and the number of cadets 
also affected job satisfaction. 
Hypothesis 11: There is no statistically significant relative influence of (a) 
age of instructor, (b) educational level of instructor, (c) years in military, and (d) 
years teaching NJROTC, on the level of job satisfaction for Naval Science Instructors 
and Associate Naval Science Instructors. 
The Stepwise Multiple Regression analysis indicated a significant relative 
influence was found for Hypothesis 11 for years of teaching NJROTC on job satis¬ 
faction for Naval Science Instructors and Associate Naval Science Instructors. No 
significant relative influences were found for age, educational level, or years in the 
military. The results of the Stepwise Multiple Regression analysis show that years of 
teaching NJROTC had the strongest influence on job satisfaction. The additional per¬ 
centage of variance explained was .05000, with an F probability of .0294, which was 
significant. Thus, the null hypothesis was rejected, as the findings illustrate that years 
of teaching NJROTC has the strongest influence among the moderator variables on job 
satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
✓ 
Conclusions 
This study revealed that there is a relationship between achievement and 
job satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
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Although Naval Science Instructors and Associate Naval Science Instructors both 
indicated satisfaction with achievement, the Associate Naval Science Instructors had a 
slightly higher degree of satisfaction than the Naval Science Instructors. This may 
indicate that the Associate Naval Science Instructors are more satisfied with their 
achievement in meeting the academic and affective needs of their students. 
It was found that there is a relationship between administrative support and 
job satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
Both groups were satisfied with the administrative support they are receiving, but 
Associate Naval Science Instructors had a higher degree of satisfaction than the Naval 
Science Instructors. This may indicate that the Associate Naval Science Instructors 
trust the administrators more and are given more opportunities to discuss problems 
with them. In addition, the Associate Naval Science Instructors are more satisfied with 
the arrangement of space and equipment in the school and with the availability of 
appropriate instructional materials and equipment than the Naval Science Instructors. 
This study found that there is a relationship between advancement and job 
satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
Although both groups indicated that they were satisfied, Naval Science Instructors had 
a slightly higher degree of satisfaction with their future in their school system. This 
may indicate that Naval Science Instructors are more secure in their jobs than Asso¬ 
ciate Naval Science Instructors. 
It was found that there is a relationship between growth and job satisfac¬ 
tion for Naval Science Instructors and Associate Naval Science Instructors. Naval 
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Science Instructors indicated a higher level of satisfaction with growth than Associate 
Naval Science Instructors. Despite this significance, both groups are dissatisfied with 
the growth potential in their jobs. If given opportunities for growth, these instructors 
may experience a higher level of retention and job satisfaction. 
This study revealed that there is a relationship between the nature of the 
work itself and job satisfaction for Naval Science Instructors and Associate Naval 
Science Instructors. Both groups were equally satisfied with the activities involved in 
doing the job and the interactions they have with their students and their colleagues. 
This may indicate that when these instructors are satisfied with the nature of the work 
itself, it will influence them to stay in the job and they will experience a higher level 
of job satisfaction. 
This study found that there is a relationship between the number of cadets 
in the unit and job satisfaction for Naval Science Instructors and Associate Naval 
Science Instructors. Both groups were equally satisfied with the number of cadets in 
their units. This may indicate that if these instructors are satisfied with the number of 
cadets in their unit, they will experience a higher level of job satisfaction. 
This study revealed that there is a relationship between parental support 
and job satisfaction for Naval Science Instructors and Associate Naval Science 
Instructors. Although both groups are satisfied with the parental support they receive, 
the Associate Naval Science Instructors indicated a slightly higher degree of satisfac¬ 
tion than the Naval Science Instructors. This may indicate that instructors who have 
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the support of parents, guardians, and community members will experience a higher 
level of job satisfaction. 
It was found that there is a relationship between recognition and job satis¬ 
faction for Naval Science Instructors and Associate Naval Science Instructors. The 
Naval Science Instructors were satisfied with the recognition that they received, but 
the Associate Naval Science Instructors were dissatisfied. This may indicate that 
Associate Naval Science Instructors are not receiving the recognition, such as pay and 
fringe benefits, that they feel they deserve for their accomplishments and/or perfor¬ 
mance. If these instructors are recognized, they will have a higher level of job 
satisfaction, and retention would be higher for them. 
This study found that there is a relationship between autonomy and job 
satisfaction for Naval Science Instructors and Associate Naval Science Instructors. 
Although Associate Naval Science Instructors had a slightly higher level of satisfaction 
with autonomy, they are both satisfied with being able to develop their own areas of 
special interest and with the amount of work they are expected to do. This may mean 
that instructors will have a higher level of job satisfaction when given the opportunity 
to develop their own areas of special interest and when they are satisfied with the 
amount of work they are expected to do. 
It was found that the combined independent variables of advancement, 
recognition, nature of the work itself, achievement, and the number of cadets had a 
significant relative influence on job satisfaction for Naval Science Instructors and 
Associate Naval Science Instructors. Advancement contributed to strongly influence 
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job satisfaction for all of these instructors. No significant relative influences were 
found for administrative support, growth, parental support, and autonomy. 
The moderator variable of years of teaching NJROTC contributed to 
strongly influence job satisfaction for Naval Science Instructors and Associate Naval 
Science Instructors. No significant relative influence was found for age, educational 
level, and years in the military. 
Implications 
Job satisfaction is a topic that should be of concern to educational leaders, 
as well as anyone in a supervisory position, regardless of the profession. One might 
read this study and think that it is written for military personnel, but the fact is all us 
are affected by how satisfied someone is with his/her job. Think of the many services 
that are used each day. How satisfied a person is on his/her job affects the services 
that are provided. The same is true with classroom teachers, administrators, cafeteria 
workers, custodians, and even those individuals in the central office of the school 
system. If those in supervisory positions identify those factors that cause job 
dissatisfaction early enough, employee turnover may be prevented and the quality of 
our schools and workplaces may be improved. 
The results of this study are very important in that the level of job satis¬ 
faction will affect the overall quality of the NJROTC program and the cadets that it 
serves. The findings imply that Naval Science Instructors and Associate Naval Science 
Instructors are satisfied in their jobs but that attention should be given to the areas of 
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advancement, recognition, and personal growth. Advancement is a key to retention 
and may be the determinate that causes high turnover. While the Naval Science 
Instructors are satisfied with the recognition they receive, the Associate Naval Science 
Instructors are dissatisfied. These findings suggest that the instructors' esteem needs 
and self-actualization needs are not being met. If these job factors are satisfied, they 
motivate instructors to perform at a superior level, thus improving the overall quality 
of the program and preventing turnover. 
Administrators, program managers, and other educational leaders should 
look at the job satisfaction of personnel at all levels and across disciplines to 
determine which of these factors are affecting teacher turnover and student achieve¬ 
ment. These factors affect the quality of classroom instruction, schools, school 
districts, and school systems. 
The findings of this study imply that further study and examination are 
needed in the area of job satisfaction and its effects on student achievement, teaching 
effectiveness, and teacher retention. 
Recommendations 
Despite some of the findings and the implications of the findings, the 
following recommendations are given based on this study. 
1. Further study should be done to determine the effects of job satisfaction 
on teacher turnover, student achievement, and classroom effectiveness. 
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2. This study was limited to instructors in Area Six. Further research 
should be done to examine the factors that affect the job satisfaction of principals, 
NJROTC Area Commanders, and Naval Science Instructors in other areas. 
3. Naval Science Instructors and Associate Naval Science Instructors 
should be given some form of recognition and/or bonuses for their performance and 
unit accomplishments. 
4. Naval Science Instructors and Associate Naval Science Instructors 
should be given step increases as a form of promotion based on their performance and 
years of service. 
5. The Chief of Naval Education and Training should implement proce¬ 
dures such as exit interviews to discover why instructors are leaving the NJROTC 
program. 
Summary 
This study examined the factors that contributed to the job satisfaction of 
Naval Junior Reserve Officers Training Corps Naval Science Instructors and Associate 
Naval Science Instructors. The chapter began with the purpose of the study, followed 
by a synopsis of each of the chapters. The major findings of the study were summar¬ 
ized by discussion of the independent variables, dependent variables, and moderator 
variables. This was based on eleven research questions that were addressed through 
examination of eleven null hypotheses. The conclusions and implications were stated 
and generated five recommendations as a result of the research. It is hoped that the 
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LETTER TO PROGRAM MANAGER REQUESTING 
PERMISSION TO CONDUCT RESEARCH 
Vanessa O. Johnson 
155 Highview Trace 
Fayetteville, Georgia 30215 
October 16, 1998 
Mr. Hans H. Krucke 
Chief of Naval Education and Training 
NJROTC Program Manager 
Code OTE10/085 
250 Dallas Street 
Pensacola, Florida 32508-5220 
Dear Mr. Krucke, 
I am currently working on my dissertation at Clark Atlanta University in Atlanta, Georgia. In the past I 
mentioned to you that I would like to do research cm the Naval Junior Reserve Officers Training Corps 
(NJROTC), but was not sure what area I wanted to concentrate on. I have finally selected a topic and my 
dissertation committee has approved it. My study will be on the “Job Satisfaction and Retention of Naval 
Junior Reserve Officers Training Corp Naval Science Instructors and Assistant Naval Science Instructors.” 
I am requesting that you, as the Program Manager of the NJROTC program, assist me in this study by 
granting permission for Naval Science Instructors (NSI’s) and Assistant Naval Science Instructors 
(ANSI’s) to participate in this study. Due to the nature of this study, I will need the participation of at 
least one entire Area of NSI’s and ANSI’s to survey. I would also need any retention statistics that you 
have on the NJROTC instructors. 
The participation of the area would have to be voluntary, however, I hope that you will grant me 
permission to conduct this study where you think the NJROTC program would benefit most. I foresee no 
risks to you or the instructors if they participate in this study. All responses to questionnaires will be 
anonymous. Each questionnaire will contain a number for tracking the rate of return. No individual 
responses will be identified and no scores will be reported for individual schools. 
If you have any questions about this research, please feel free to contact me at (404) 792-5975 or my 
advisor Dr. Robert Dixon at Clark Atlanta University by calling (404) 880-8498. Thank you for your time 
and consideration. Please let me know if you would like to receive a copy of the results. 
Sincerely, 
Frederick Douglass High School 
CC: CDR Griffith Jones, Manager, AREA 6 
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APPENDIX B 
LETTER FROM NJROTC PROGRAM MANAGER GRANTING 
APPROVAL TO CONDUCT RESEARCH 
LCDR VANESSA O JOHNSON USN RETIRED 
155 HIGHVIEW TRACE 
FAYETTEVILLE GA 30215 
Dear Commander Johnson, 
This is in reply to your letter of October 16, regarding you dissertation. Your topic is a 
good one that should provide interesting as well as useful data. CNET interposes no 
objection to your use of NJROTC instructors as participants in the study. And since you 
probably know many of the instructors in Area SIX, I would think that that area should 
be used for your survey. 
Although we do not maintain statistics on the retention of instructors, we still may be 
able to help obtain data that would be useful to you. Once you have decided what you 
specifically would like to know, contact us and we will see what we can reasonably do. 
If you wish, you may contact us by email, through your area manager. 
We would very much like to receive a copy of your work. All the best to you in this 
endeavor. 
DEPARTMENT OFTHE NAVY 
CHIEF OF NAVAL EDUCATION A NO TRAINING 
2SO DALLAS ST 
PENSACOLA FLORIDA 32S0S-5220 
1533 
N28/085 
October 21, 1998 
Sincerely, 
H. H. KRUCKE 
NJROTC Program Manager 
Copy to: 
NJROTC Area Manager, Area SIX 
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APPENDIX C 
LETTER REQUESTING PERMISSION TO 
USE THE INSTRUMENT 
Vanessa O. Johnson 
155 Highview Trace 
Fayetteville, Georgia 30215 
December 6,1998 
Wisconsin Research and Development Center 
For Individualized Schooling 
School of Education 
The University of Wisconsin 
1025 West Johnson Street 
Madison, Wisconsin 503706 
To Whom It May Concern: 
The purpose of my letter is to seek permission to use the Decision Involvement Analysis Instrument, 
developed by James Lipham at your institution. Based on my research, the instrument was produced in 
1981. 
I am currently a doctoral student at Clark Atlanta University, Atlanta Georgia. My dissertation topic is 
concerned with Job Satisfaction of Navy Junior Reserve Officers Training Corps instructors. I am 
requesting permission to use the instrument in my study. I wish to survey to over 140 instructors in late 
February. 
I await a reply at your earliest convenience. My E-Mail address is ednvan@bellsouth.net. 
Sincerely yours, 
Vanessa O. Johnson 
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APPENDIX D 
LETTER GRANTING APPROVAL TO 
USE THE INSTRUMENT 






Mon, 15 Feb 1999 08:52:32-0600 
Debbie Stewart <dmstewar@facstaff.wisc.edu> 
ednvan@bellsouth. net 
The message below was sent on December 21.1 did have the wrong email 
address, but I did not get a not-deliverable message. 
I am very sorry that you have been concerned about this permission for so 
long. 
Dear Ms. Johnson, 
James Lipham developed his Decision Involvement Analysis questionnaire with 
federal funding to the r & d center, and no copyright is claimed. You can 
use the instrument in your study of job satisfaction of Navy Junior Reserve 
Officer Training Corps instructors. 
We would appreciate your acknowledging his work, of course. "Questionnaire 
based on (OR from] the work of James N. Lipham, Wisconsin Center for 
Education Research, University of Wisconsin-Madison." 
We would also appreciate receiving a copy of your dissertation abstract. 





JOB SATISFACTION INSTRUMENT 
INSTRUCTION SHEET 
The purpose of this research is to determine the factors, which contribute to the job satisfaction 
of NJROTC instructors. 
This instrument consists of T\\(0 PARTS: 
Job Satisfaction Survey 
Studies of the Organization of the School 
James M. Lipham 
Faculty Associate 
WISCONSIN RESEARCH AND DEVELOPMENT CENTER 
FOR INDIVIDUALIZED SCHOOLING  
University of Wisconsin-Madison-School of Education 
1025 West Johnson Street, Madison, Wisconsin 53706 
Part I: Job Satisfaction Survey 
Part II. Personal Data 
The instrument should take approximately 7 minutes to complete. 
Please 1. READ THE DIRECTIONS on each part of the instrument. 
2. ANSWER ALL QUESTIONS in the space provided. 
All responses will remain confidential. 
THANK YOU FOR YOUR PARTICIPATION. 
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Part I. Job Satisfaction Survey 
Directions: Please answer the following questions regarding your satisfaction with RESPONSES 
1 - 
Hoi 
Very Dissatisfied 2 - Dissatisfied 3 - Satisfied 4 - Very Satisfied 




























01 the amount of work done by other teachers in your school? 1 2 3 4 
02 the number of students for whom you are responsible? 1 2 3 4 
03 your opportunities for growth in your profession? 1 2 •* J 4 
04 the amount of money you make? 1 2 3 4 
05 the opportunities provided to discuss problems with building administrators? 1 2 3 4 
06 the trust you have in your building administrators? 1 2 3 4 
07 the general reputation of your school? 1 2 ■j J 4 
08 the quality of work of other teachers in your school? 1 2 3 4 
09 the understanding of your school’s program by parents and the community? 1 2 3 4 
10 your future in your school district? 1 2 3 4 
11 the extent to which you are able to meet your students’ affective needs? 1 2 3 4 
12 the extent to which the community recognizes and appreciates its educators? 1 2 3 4 
13 the quality of your interactions with your students? 1 2 3 4 
14 the opportunities that you have to develop your areas of special interest? 1 2 3 4 
15 the physical facilities of your school? 1 2 3 4 
16 the professional competence and leadership of your building administrator? 1 2 3 4 
17 the number of subjects for which you must prepare? 1 2 3 4 
18 your awareness of what is “going on” in your school? 1 2 3 4 
19 the salary schedule in your school district? 1 2 3 4 
20 the arrangement of space and equipment in you school? 1 2 3 4 
21 the extent to which you are able to meet your students’ academic needs? 1 2 3 4 
22 the availability of appropriate instructional materials and equipment? 1 2 3 4 
23 the amount of work you are expected to do? 1 2 3 4 
24 the fringe benefits in your school district? 1 2 ■J J 4 
25 the personal and social relationships you have with other teachers? 1 2 3 4 
26 the community’s involvement in your school’s program? 1 2 3 4 
27 the goals and objectives emphasized by your school? 1 2 3 4 
Part II. Personal Data 
1. What is your age? □ 39 - under 
□ 40-49 
□ 50-59 
□ 60 - over 
2. What is your sex? □ Female Q Male 
3. Number of years in the military? □ 15-20 
□ 21-25 
□ 26-30 
□ 31 - over 
4. Number of years teaching NJROTC? □ 0-3 
□ 4-6 
□ 7-10 
□ 11 - or more 
5. Educational Level: □ High School Diploma 
□ Associate’s Degree 
□ Bachelor’s Degree 
□ Master’s Degree 
□ Doctoral Degree 








Nature of the work itself 1,7, 8, 13, 17, 18,25, 27 
Number of cadets 2 
Parental Support 9, 12,26 
Recognition 4, 19, 24 
Autonomy 14, 23 
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APPENDIX F 
LETTER TO NJROTC INSTRUCTORS 
Vanessa O. Johnson 
155 Highview Trace 
Fayetteville, Georgia 30215 
# 
February 19, 1999 
Dear Colleague: 
I am writing to request your assistance in my doctoral dissertation research study 
designed to determine the factors which contribute to the job satisfaction of Naval 
Junior Reserve Officer’s Training Corps (NJROTC) Naval Science Instructors (NSI) 
and Associate Naval Science Instructors (ANSIs). As a Naval Science Instructor, I 
believe this study has the potential to provide useful information about the work 
environment of NSIs and ANSIs. 
Your participation in this study is very important. All information is confidential and 
the anonymity of each participant will be carefully protected. No personally 
identifiable data will be returned to your principal, school, Area Six or CNET. 
Please complete and retumihe enclosed forms and survey to me in the self 
addressed envelope provided by 1 March 1999. 
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